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Abstract
Evaluating the Presence and Importance of Selected Principles for
Nurturing Volunteers among Youth Ministries Considered Effective
by
James Dunaway Moye, Jr.
Middle and high school students today yearn for intimate friendships with
caring adults they can trust. Many adults sense a call to work with these
students but feel overwhelmed by their own needs for spiritual growth, ministry
skills, life management, and peer relationships. To assist these adults in their
desire to reach students, research was needed to better understand volunteers'
opinions of how the church can nurture them for youth ministry. This dissertation
analyzes the degree to which youth ministry volunteers in three churches in the
eastern region of the United States consider five nurturing principles present in
the ministries they serve and important to them in their work.
A multiple case study approach was utilized in collecting data. First, 108
volunteers completed a cross-sectional questionnaire designed to gather data
about the volunteers' agreement with the presence and importance of the five
principles. The questionnaire also tested three control variables; age, length of
ministry service, and gender. Second, a one-hour interview was conducted with
the leaders in charge of each youth ministry. Third, three long-term volunteers
from each church participated in thirty-minute interviews. Fourth, observation
data was collected through an on-site visit of the youth ministry. Data analysis
focused on the volunteers' degree of agreement with the presence and
importance of the five principles. Interview and observation data were analyzed
to aid the understanding of questionnaire responses.
Major findings include (1) the degree to which volunteers agree with the
presence of five principles for nurturing volunteers in three effective youth
ministries; (2) the degree to which volunteers agree with the importance of five
principles for nurturing volunteers in those youth ministries; (3) the differences
between Generation X and the Boomer Generation regarding the importance of
the principles, and (4) specific needs mentioned by the volunteers regarding the
principles.
This research informs the nurturing of volunteers for youth ministry by
documenting and describing volunteers' degree of agreement with five principles
for nurturing them. The conclusions of this research may apply to other youth
ministries seeking to address the needs of their volunteers.
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CHAPTER 1
The Background Problem
When I first entered youth ministry, a career youth ministry veteran
challenged me with this question; "Jim, what kind of impact do you want to make
on the next generation of Christian disciples?" He explained that two approaches
to youth ministry were available to me, one would lead to a long-term impact for
Christ, the other would lead to very little fruit, if any at all. Rather than attempting
the whole ministry by myself, he encouraged me to follow Christ's example and
pour my life into a few others who would be willing to develop their gifts alongside
mine in a team approach to ministry. From the first call of the disciples at the
beginning of his ministry to the commissioning of those same disciples at the
end, Jesus modeled this multiplication approach to ministry. That veteran youth
leader taught me the importance of giving myself to a few adult volunteers who in
turn give themselves to the students in the church and surrounding community.
Throughout my first full-time appointment as youth pastor at Northside
United Methodist Church in Atlanta, Georgia, every Thursday evening was
dedicated to nurturing the adult volunteers, praying with them, fellowshipping with
them, and teaching them from Scripture. God multiplied leaders from this group,
and the youth group exploded in spiritual and numbers growth. Out of that
experience I learned the importance of nurturing people to accept God's ministry
call on their lives and releasing them to do the tasks God places on their hearts.
This multiplication approach to ministry was integral to the apostle Paul's
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own understanding of ministry purpose. What is the purpose of ministry? Paul,
in Ephesians 4:11-16, proclaims:
It was he who gave some to be apostles, some to be prophets,
some to be evangelists, and some to be pastors and teachers, to
prepare God's people for works of service, so that the body of
Christ may be built up until we all reach unity in the faith and in the
knowledge of the Son of God and become mature, attaining to the
whole measure of the fullness of Christ. Then we will no longer be
infants, tossed back and forth by the waves, and blown here and
there by every wind of teaching and by the cunning and craftiness
of men in their deceitful scheming. Instead, speaking the truth in
love, we will in all things grow up into him who is the Head, that is,
Christ. From him the whole body, joined and held together by
every supporting ligament, grows and builds itself up in love, as
each part does its work.
Here, Paul tells us that God gives certain gifts for the equipping of the
church so that we all will attain maturity in Christ. He exhorts us to "grow up in all
aspects into Him, who is the head, even Christ." Youth are at a unique stage in
their lives when they are emerging, not only in the area of spiritual maturity but in
physical, mental, emotional, and social maturity as well. If we as the Church are
to take Paul seriously, we must provide viable and significant ministries to middle
and high school students, young men and women who are leaving childhood and
reaching out toward adulthood. These ministries must nurture mature adult
volunteers who will commit to developing long-term mentoring relationships with
students.
These volunteers need to be nurtured for youth ministry for a number of
reasons. First, students need volunteer adults who understand them and are
willing to spend time with them and get involved with their lives. The majority of
students hunger for nurturing relationships and will not be reached for Christ
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except through a deep relationship with a trusted intimate friend. The minister or
youth ministry leader (YML) cannot be that friend to all of the students in the
community. This implies that there must be a high ratio of volunteers to students.
One person can build a close friendship with only a few other people at a time
(McKinnon 22; Nikkei 1, 5; Robbins 46).
Students are individuals with personal needs. Volunteers willing to stay
involved in the students' lives over an extended period of time are needed in
order to meet those needs through personal care and attention. The higher the
ratio of volunteers involved in relational ministry, the more likely it is that the
student will find a volunteer who can relate to her or his individual need (Christie
14-15; Nikkei 7).
Not only do students seek close relationships and have unique personal
needs, they also need the opportunity to see the grace of God coming through a
variety of personalities and spiritual gifts. Without these models students begin
to believe that the only way God can use them is if they have the same gifts as
the minister or YML. A team of volunteers working together over an extended
period of time for the common cause of ministry can provide a model for the
synthesizing of a variety of gifts for ministry (Christie 104; M. Wilson, Mobilize
Volunteers 15).
A second reason for nurturing volunteers for youth ministry is because of
the needs of the volunteers themselves. Most volunteers in youth ministry desire
involvement in significant ministry with students. If the YML is going to train them
to get involved in building in-depth relationships with the youth, the YML must
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model that kind of relationship building for them in the context of their own
volunteer team. Some volunteers realize the need for building these
relationships but may not know how to establish and nurture them. Teaching the
skill of relationship building is best accomplished through modeling the kinds of
relationships the ministry seeks to cultivate (St. Clair, Building Leaders 120:
Fields 52,53).
Volunteers must also be nurtured because the demands of youth ministry
necessitate an enormous amount of support. Building quality relationships with
students takes time and requires emotional energy. Youth ministry does not
always produce quick results, thus causing a high turnover rate among
volunteers. Volunteers need to know that the youth ministry leader and the
church understand them and are willing to stand with them through the long haul.
The youth ministry leader and/or the church must nurture them through regular
and consistent times of training, fellowship, appreciation and recognition (Christie
131-132; McKinnon 23; Heusser 48-49; M. Wilson. Mobilize Volunteers 62:
Mathision 29; Nikkei 39).
The high demands of youth ministry further lead to a significant allocation
of time on the part of the volunteer. The problem is that most of them can only
give a limited amount of time each week. They have full-time jobs, family
concerns, and social and personal needs. By nurturing a team, the youth
ministry leader can help the volunteers find the balance between their new level
of investment in the lives of students and the demands placed on them by the
rest of their schedules (Heusser 48; Christie 37).
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Volunteers also need to be ministering from a gift motivation instead of a
need motivation. In other words, each volunteer has certain gifts for ministry
which equip the individual to minister in the power of the Holy Spirit. If the
volunteer understands and develops these ministry gifts, greater fulfillment in
ministry will occur. A team of equipped volunteers allows each adult to utilize
his/her gifts for ministry without feeling overwhelmed by the never-ending needs
of the students. Volunteers ministering out of a gift motivation will find greater
fulfillment in ministry, thus decreasing burnout and providing energy to stay in
youth ministry for the long haul (Christie 22; M. Wilson, Mobilize Volunteers
15,23; Feucht24; Mathison 21).
Lastly, volunteers need the youth ministry leader to recognize their
ministry call and to empower them for that ministry. They need the YML to give
them freedom to be creative and to experiment with new approaches to ministry.
This means the YML must give them room to fail. They need to be involved in
the goal-setting process. People are excited about and work diligently for goals
that they create and own. Volunteers need the appropriate amount of authority
and resources to accomplish the task. They need the YML to inform them ahead
of time so they can adequately prepare for their ministry functions. When
volunteers are properly equipped, the YML can release to them the authority
needed to do meaningful work for God and the church. Volunteers need to be
equipped and set free so their full ministry potential can be realized (Christie 10;
Feucht 35; Mathison 31 ; Heusser 51 ; M. Wilson, Mobilize Volunteers 58; M.
Wilson, Volunteer Programs 63; Palmer 5).
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Unfortunately, many U. S. churches do little nurturing of volunteers for
youth ministry. Some churches and church leaders lack a sense of responsibility
for cultivating volunteers for vibrant and fulfilling discipleship oriented ministries
with middle and high school students.
The Biblical/Theological Foundations
Jesus in his last will and testament before ascending to the Father, told his
disciples:
All authority in heaven and on earth has been given to me.
Therefore go and make disciples of all nations, baptizing them in
the name of the Father and of the Son and of the Holy Spirit, and
teaching them to obey everything I have commanded you. And
surely I am with you always, to the very end of the age. (Matthew
28:18-20)
With this statement Jesus clarified that his desire was for every follower to
become not only a disciple but a disciple-maker. The call to disciple-making was
not new to his followers. In fact, in the beginning of his relationship with the
twelve, who became his disciples, Jesus called them to "Come, follow me, and I
will make you fishers of men." (Matthew 4: 19). The call to get involved in what
Jesus was doing, to join in his ministry, was the first call the disciples received
right after the call to personal fellowship.
The disciples understood that Jesus intended for every believer to join him
in ministry. Peter stated, "But you are a chosen people, a royal priesthood, a
holy nation, a people belonging to God, that you may declare the praises of him
who called you out of darkness into his wonderful light." (1 Peter 2:9) And again
he said, "Each one should use whatever gift he has received to serve others,
faithfully administering God's grace in its various forms." (I Peter 4:10) Paul also
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commanded in the passage mentioned above:
It was he who gave some to be apostles, some to be prophets,
some to be evangelists, and some to be pastors and teachers, to
prepare God's people for works of service, so that the body of
Christ may be built up until we all reach unity in the faith and in the
knowledge of the Son of God and become mature, attaining to the
whole measure of the fullness of Christ. (Ephesians 4:11-13)
According to each of these accounts. Christians are expected to join God
in his ministry with his people. Paul makes it clear that prophets, evangelists,
pastors, and teachers are not given to do the ministry for the Church. Instead,
they are to equip the saints to do the work of ministry. The saints are the vast
army of believers, most of them volunteer workers in the Church, who God
intends to carry out the ministry of the Church. When the equipping of these
saints takes place, the body of Christ will be built up.
With this biblical foundation in mind, Marlene Wilson calls the Church to
develop a "theology of Christian involvement" (Mobilize Volunteers 14). She
argues that every believer must be nurtured and equipped for effective service in
God's work. From Wilson's book, I have identified five principles for nurturing
volunteers for long-term youth ministry.
1 . The vision principle: This principle shows the impact of a clearly
articulated vision of volunteers as ministry partners with essential gifts
for the ministry.
2. The leadership principle: This principle asserts the importance of the
YML's ability to faithfully and confidently lead while remaining
accountable to God and to the people served.
3. The team principle: This principle explains the necessity of nurturing a
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team atmosphere that allows the volunteers to feel supported, loved,
and rested.
4. The personal growth and inner rewards principle: This principle
underscores the priority of addressing the volunteers' desires for
personal growth and inner rewards.
5. The training principle: This principle emphasizes the impact on
volunteers of an intentional and ongoing training program.
These five principles are grounded in biblical and theological truth.
Throughout the history of Judaism and the Church, God has directed and
motivated his people through the power of vision. God gave Abraham the vision
to journey to a new land. Moses received God's direction for the children of
Israel on Mt. Sinai. Before Pharaoh, Moses boldly cast that vision in Exodus
chapters 5-7. One of the clearest examples of the motivating power of vision
comes from the life of Nehemiah. Due to a broken heart and an intensive season
of prayer, Nehemiah caught a vision to rebuild the city of Jerusalem. At great
risk to his own life he demonstrated that vision before King Artaxerxes
(Nehemiah 2:5). He then communicated the vision to the people (2:17). The
people heard Nehemiah's passionate cry and responded. Nehemiah 2:18 reads,
"Then they said, let us arise and build so they put their hands to the good work."
God used one man's vision to challenge his people into action.
John Wesley was burdened with another vision, to win the world for Christ.
His love for Christ and others caused his heart to burn for the World. His words,
'The world is my parish" articulate the cry of his heart. Out of this vision the
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methodist movement was bom and before John Wesley's death, over 120,000
people called themselves methodists and over 500 pastors were in place to
serve them. Throughout the centuries, God has used vision to motivate his
people in positive action.
Vision and leadership have often been tied together. Church history bears
witness to the fact that when God has a vision to change the world, he most often
uses a leader to bring that vision to life. The Bible is filled with examples of men
and women who were willing to step out in faith to lead God's people. Such
people as Noah, Abraham, Moses, Joshua, Deborah, Nehemiah, Jesus, and the
apostle Paul demonstrate God's desire to motivate his people into action through
capable leadership. Since New Testament days, Martin Luther, John Calvin,
John Wesley, and Mother Theresa are but a few among many used by God to
lead in his work.
Theologically speaking leadership is more about servanthood and
modeling than it is about driving or commanding. Richard Foster observes, "No
one wanted to be considered the least. Then Jesus took up a towel and a basin
and so redefined greatness" (110). Godly leaders are those who lead with a
towel and basin. They direct from a position of brokenness: their own
brokenness before God. Henri Nouwen states, "The great illusion of leadership
is to think that man can be led out of the desert by someone who has never been
there" (73). God directs his people through servant leaders who are molded into
his image.
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The team principle is rooted in community. Scripture speaks emphatically
about God's plan for his people to live and work in community. God gave Adam
and Eve to each other as partners working together in the garden. He called
Abraham to build a nation of people who would be called God's own people to
bless all the nations of the world. From the beginning, Jesus raised up a group
of men with different gifts and personalities who would become his friends and
family in his ministry work. Over time, he worked to develop them into a team to
reach the world for him.
The apostles understood Jesus emphasis on community and immediately
met together for times of breaking bread, prayer, teaching, and fellowship (Acts
2:42). The apostle Paul states, "The body is a unit, though it is made up of many
parts; and though all its parts are many, they form one body. So it is with Christ"
(I Corinthians 12:12). We are not only called to believe but also to belong.
Because belonging is so deeply rooted in Christian faith, Wilson quotes Martin
Buber as proclaiming, "Sin is our failure to grant another his place for community
(Mobilize Volunteers 76). Team ministry allows the Church to involve each
member in the life of the entire community of faith.
The Inner Rewards and Personal Growth Principle recognizes the fact that
while Christians may be filled with the Spirit, they are nevertheless human
beings. They may be ready to serve God and sacrifice their lives for him in
volunteer ministry, but they have certain needs that must be met along the way.
While pouring out their lives in ministry to others, people must attend to social,
spiritual, intellectual, emotional, and physical needs of their own.
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Though Jesus had the purest and most altruistic motives, he seemed
deeply touched by the lepers offer of appreciation for his healing work. Later in
the garden of Gethsemane, when Jesus' need for support was at its highest, he
showed profound hurt over the fact that his closest friends could not stay awake
with him. Jesus own life is an example of the importance of taking care of each
other's needs in the midst of ministry practice.
Scripture speaks clearly to the human desire for reward. In a number of
passages sometimes overlooked by Christian leaders, God seems to motivate
his people through the promise of reward. Jesus tells his followers, "But store up
for yourselves treasures in heaven, where moth and rust do not destroy, and
where thieves do not break in and steal" (Matthew 6:20). In Hebrews 1 1 :6, we
read, "And without faith it is impossible to please God, because anyone who
comes to him must believe that he exists and that he rewards those who
earnestly seek him." Each of these passages suggests the need for reward
exists somewhere deep in the heart of every human being. A church intent on
involving others in ministry must take human needs seriously and seek ways to
address them among the volunteer workers
Throughout Scripture training in righteousness and ministry work led the
way for more effective ministry. Years before Joshua stepped on the scene to
lead the children of Israel into the promised land, Moses was mentoring and
training him for the job. In Exodus 24, when God told the people not to touch the
mountain, but only Moses and the seventy elders were allowed to ascend it,
Joshua walked right beside Moses to the top. Later when God came down and
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filled the tent, no one was allowed to enter it except Moses and Joshua (Exodus
33). By the time Joshua stepped up to take the reigns of leadership, he was well
trained for the job.
Jesus model of ministry training was intense. He had three years to save
the world, and he appears to have spent over half that time training twelve men.
They were required to follow, eat, sleep, and minister with him. At certain times,
he sent them out to minister on their own, but he always followed those days with
intentional moments of reflection and further training. Jesus knew he was going
to leave his work with these twelve; therefore, he made sure they were equipped
for the task.
Paul exhorts Timothy, "And the things you have heard me say in the
presence of many witnesses entrust to reliable (persons) who will also be
qualified to teach others" (2 Timothy 2:2). Paul lays out a plan of discipleship
training that expands four generations. It was not enough for Timothy to learn
from Paul. Instead, Timothy must take what he learned and train faithful (people)
who would teach others.
When the Church takes seriously God's mandate that all believers involve
themselves in his work and chooses to nurture them for ministry, a vast untapped
resource of volunteer ministers will be deployed for every work that needs to be
accomplished. Scripture and Church history testify to the fact that each christian
has a ministry to the world. The church's mission is to open its heart to God's
plan of helping believers fulfill their ministry destiny.
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Context of the Study
This research is based on the responses of volunteers and youth ministry
leaders from three churches: Woodstock Baptist in Woodstock, GA., Perimeter
Presbyterian in Duluth, GA., and Falls Church Episcopal in Falls Church, VA. A
number of similarities and differences exist among the churches. In terms of
similarities, all are made up primarily of white middle to upper class members.
Falls Church iss listed on the historical registry in Washington D.C. and boasts
that George Washington was a vested member. Because of its history and
neighboring communities, it is almost solely composed of upper class, highly
educated members. The other two churches are located in fairly new bedroom
communities in Atlanta and are attended primarily by persons in the middle class
or with "new money." The members of these churches are also fairly well
educated, with most members holding college degrees.
All three churches consider themselves evangelical, though Falls Church
Episcopal would be less likely to categorize itself that way. It is certainly
evangelical in comparison to other Episcopal churches; however, the church
remains solidly traditional in its liturgical practices. All three churches view the
scripture as sole authority for their theological and ministry practice.
These are large churches with membership over 3000. Falls Church is
the smallest at 3400 while Perimeter and Woodstock each claim a membership
or around 10,000. All of the churches have grown significantly in the past ten to
fifteen years. Woodstock and Perimeter have each gained almost all of their
members within the last 15 years. Falls Church has doubled its membership in
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the last ten.
The youth groups primarily minister to youth of the church and their friends
in the community. Therefore, the make-up of youth membership is similar to that
of the churches where they exist. The youth ministries have also grown
numerically over the last ten to fifteen years. The youth ministries at all three
churches consists of about 500 to 550 active students in the large group. Each
youth ministry is highly committed to discipling and teaching those students in
small group experiences. Woodstock uses Sunday School for that task and
claims the same number of students in Sunday School as in the large group.
4Falls Church and Perimeter utilize volunteers to lead small group discipleship
experiences outside of Sunday School. Each church provides 40 to 50 volunteer
leaders who each work with a group of 5-10 students.
The specific breakdown of leaders by age, gender, and length of service is
listed in chapter 4. Each church places a high value on volunteers in ministry
and offers at least a twice a month leadership meeting designed to nurture those
volunteers. I attended each churches leadership meeting and found one. Falls
Church, to be the most invigorating, spiritually and socially. The Falls Church
volunteers clearly wanted to be there. They ate, worshiped, laughed, and
learned together. Jeff Taylor, the YML, models the meetings after Acts 2:42, and
the result is a great deal of life. Perimeter and Woodstock conducted themselves
more along the lines of a business meeting. In each case, the meeting was
conducted more like a training session. I could not tell whether the volunteers
wanted to be there or not.
Moye 15
Purpose Statement
In view of the call of God as well as the needs of youth and volunteers
who work with them, the purpose of this study was to determine to what degree
youth ministry volunteers in three churches in the eastern region of the United
States of America which have been identified as having effective youth ministries
consider the five principles for nurturing volunteers to be present in the ministries
they serve and important to them in their work.
Research Questions
Research Question 1
Do the volunteers agree that a vision of volunteers as ministry partners is
present in the ministries where they serve and important to them in their work?
Research Question 2
Do the volunteers agree that the YML's ability to faithfully and confidently
lead while remaining accountable to God and to the people is present in the
ministries where they serve and important to them in their work?
Research Question 3
Do the volunteers agree that a team atmosphere nurtured among the
volunteers is present in the ministries where they serve and important to them in
their work?
Research Question 4
Do the volunteers agree that a proactive approach by the church to meet
the personal growth and inner rewards needs of the volunteers is present in the
ministries where they serve and important to them in their work?
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Research Question 5
Do the volunteers agree that intentional and ongoing training of the
volunteers is present in the ministries where they serve and important to them in
their work?
Definition of Terms
In each of these definitions, the author attempts to synthesize the
literature into a single statement or paragraph which best describes that concept.
References are cited where appropriate.
Youth. Middle school (usually sixth through eighth grade) and high school
(usually ninth through twelfth grade) students.
Effective Youth Ministry. An incarnational approach to ministry which
assumes that spiritual formation takes place in relationships. The first and most
important relationship is with God. Adult leaders relate with each other and with
the students. Students relate to each other and with adult leaders. In this
approach, the leaders invest their lives in the students with the goal of helping
the students develop into disciples of Jesus Christ. They visit students on their
campuses, in their homes, and at their extracurricular activities. Relationships
take time and energy. The ultimate goal is to guide the students through an in-
depth, long-term relationship to become men and women involved in the disciple-
making process themselves. An effective ministry with youth establishes adult
volunteers and youth in their relationships with Christ so that the adults and youth
will develop vibrant ministry with their families and friends (Robbins 46; Christie
18; Feucht 149; Goddard 19,23,48).
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Long-term. A minimum of nineteen months of consistent relational,
discipleship oriented youth ministry. According to Paul Borthwick, "The general
consensus is that the average tenure of a youth worker is not more than eighteen
months" (76). If eighteen months is the maximum average tenure of a youth
worker, then nineteen months begins a long-term ministry.
Volunteers. The non-paid adults who are actively involved in relational
ministry with middle school and high school students (Heusser 7).
Youth Ministry Leader (YML). The person or persons responsible for the
overall leadership of the youth ministry. This could be the pastor, youth pastor,
or a lay volunteer.
Youth Ministry Expert (Expert). A person who has been directly involved in
youth ministry as a primary calling for at least twenty years, has national
recognition for effectiveness in the youth ministry field, and has extensive
knowledge of youth ministry as it is practiced in the Eastern region of the United
States of America.
Eastern region of the U. S. A. All states in the Eastern time zone.
Methodology
A panel of three experts was selected to aid in identifying churches that
are recognized for effective youth ministry in the eastern region of the United
States. The methodology involved in selecting the churches will be further
explained in chapter 3. The three churches studied were chosen from that list.
Utilizing a multiple case study approach, field research was conducted
incorporating questionnaires, interviews, and on-site observation at the three
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churches. The study sought to determine to what degree volunteers are
experiencing the five principles found in the literature review.
Population and Sample
This study collects data from the YMLs in charge of the three youth
ministries and the adult volunteers who work with them. The volunteer
participants consisted of all volunteers who attended an adult leadership meeting
held at each of the three churches.
Variables
The independent variables explored are the five principles for nurturing
volunteers for long-term youth ministry. The dependent variable is effective
youth ministry.
Three control variables are considered in this study. Age of the volunteers
is studied to determine whether or not any of the principles are more important to
one generation than another. A second control variable, gender of the
volunteers, is considered to determine whether or not any of the principles is
more important to males or females. The third control variable is the length of
ministry service of the volunteers.
Instrumentation
The questionnaire and interview protocols are researcher-designed and
developed out of the literature review with the majority of the questions emerging
from Wilson's book. How to Mobilize Church Volunteers. Wilson presented a
large pool of questions and statements to be used in evaluating a church
volunteer program. Combining Wilson's questions with a group of self-generated
Moye 19
items, a pool of statements was developed for each principle. Through an
evaluation process explained in Chapter 3, the pool of statements was narrowed
down to twenty-statements which were utilized in the questionnaire.
The resulting questionnaire contains two five-point, Lickert scale
responses for each statement. The questionnaire was designed to discover
whether the volunteers feel the principles are present in the respective youth
ministries where they work and to what degree they consider each principle
important to them in their volunteer service. To further increase validity and
reliability, a pre-test of the instrumentation was conducted among twenty
volunteers at Northside United Methodist Church in Atlanta, Georgia.
The biographical and introductory portion of the questionnaire was
developed with the control variables in mind. Age, gender, and length of
involvement were included so that the control variables could be separated out
for further study.
The interview protocols are semi-structured, utilizing a variety of open-
ended questions designed to aid in understanding the questionnaire data. The
interviews were conducted with three volunteers and the YML responsible for
guiding each youth ministry.
Data Collection
A multiple case study approach was utilized in collecting data from three
effective youth ministries in the eastern region of the U.S. Cross-sectional
questionnaires with all youth ministry volunteers, one-hour interviews with the
YMLs, thirty-minute interviews with three of the most effective long-term
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volunteers, and on-site observation of each youth ministry was employed in the
data collection.
The questionnaire given to the volunteers provided most of the needed
data regarding the presence and importance of the five principles. Interview data
from the three long-term volunteers and the YMLs from each church provided
limited but insightful observations. Last, observation data were collected through
an on-site visit of the youth ministry.
Significance of the Study
Much has been written about principles for nurturing volunteers for
ministry. A few writers have tried to address the needs of volunteers for youth
ministry. I found no study that actually asked the volunteer youth workers what
principles were most helpful to them. The popular literature addresses the
question almost solely from the standpoint of a consultant or the YML in charge
of a particular youth ministry. A few pieces of the more scholarly literature
address the volunteers' needs but mostly in regard to the larger ministry of the
church. This study addresses the question from the standpoint of the youth
ministry volunteer. This research investigated the degree to which volunteers
experience and consider important the five principles for nurturing volunteers in
youth ministry.
Overview
Chapter 1 provides the background to the study, statement of the problem,
purpose statement, research questions, and limitations. The chapter also
defines some of the specific terms, outlines the methodology, describes the
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population and sample, and introduces the significance of the study.
Chapter 2 reviews literature relevant to nurturing volunteers for long-term
youth ministry. Utilizing Marlene Wilson's How to Mobilize Church Volunteers as
a foundational piece, five principles related to nurturing volunteers for long-term
youth ministry are delineated. The five principles form the outline for the
literature review.
Chapter 3 revisits and further defines the problem, purpose, and research
questions. This chapter also describes the research design and methodology
including population and sample, and data collection procedures.
Chapter 4 presents the findings of the research including the data
regarding the principles for nurturing volunteers for long-term youth ministry.
Chapter 5 summarizes the research and presents concluding remarks.
The data are interpreted and implications for nurturing volunteers for long-term
youth ministry are described. Additional research questions and possibilities for
further study are suggested.
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CHAPTER 2
Review of the Literature
Research literature directly related to nurturing volunteers for youth
ministry is limited. Discovering this fact led me to the realization that any
extensive review of the topic was going to have to come from sources more
closely related to two other subjects; namely, general volunteerism and religious
volunteerism. These two subjects often intersect in the literature simply because
most research about general volunteerism reveals that religious volunteerism
remains one of the largest areas of volunteerism in the country. No author has
captured the essence of both general and religious volunteer research and
practice more extensively than Marlene Wilson. In 1976, Wilson's first work, The
Effective Management of Volunteer Programs, was published. This exhaustive
guide to developing an organizational structure and climate conducive to growth
and nurture of volunteers established her as a leader in the field of human
behavior and volunteer motivation.
In 1983, building on the foundation of her previous research regarding
volunteers, Wilson published a work directly related to volunteerism in a religious
or church setting. The book. How to Mobilize Church Volunteers, utilizes
research and practice to establish a handbook for church-related volunteerism.
Beginning with Wilson's work as a foundation piece, I have delineated five
principles for nurturing volunteers for youth ministry. This review of the selected
literature identifies further contributions to the understanding of the principles
since the time ofWilson's writing.
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How to Mobilize Church Volunteers
I identified five principles for nurturing volunteers for youth ministry which
are woven throughout Wilson's book, How to Mobilize Church Volunteers. First,
the vision principle means that a well-communicated vision of volunteers as
ministry partners with essential gifts for the ministry provides the support system
necessary for the church to attract and keep volunteers. Two concepts are
important to this principle. One, empowerment happens through vision. For
people to remain energized for ministry, they need to know how their contribution
fits into the bigger picture. Two, a strong vision must be rooted in Scripture and
in the deeper theological streams of the faith. Wilson refers to it as "a theology of
Christian involvement" (14). She asserts, "we must be clear about our reasons
for both being and doing, or church work becomes just another activity to
squeeze in (if we must) or get out of (if we can)" (12). Ultimately, if the church's
vision embraces laity as people with significant contributions to make to the
Kingdom of God and also frees them to serve God in the ministry he created for
them, then volunteers will have the desire and power to stay for the long haul.
Second, the leadership principle states that the leader's ability to faithfully
and confidently lead while remaining accountable to God and to the people will
motivate volunteers in their ministry work. The way a person leads reflects to the
volunteer the values of the leader and organization. An important factor in a
volunteer's decision to remain long-term is the confidence the volunteer has in
the leader's ability to live the values being taught. This confidence will be based
upon the volunteer's assurance that the leader's walk with God and relationship
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with the volunteer is trustworthy. Wilson calls this kind of leader an enabler. She
says:
It is enablers who people long to work with. These leaders see
themselves as being responsible for helping those they lead to discover,
develop, and utilize their unique and varied gifts and talents while at the
same time meeting group goals. They balance the goal meeting and
people-growing aspects of their jobs by removing blocks and creating a
climate where people can do their best. Thank God for these
servant/leaders. (27)
People want to follow leaders who care about them and who want to develop the
best in them. Leaders who help people discover their personal gifts and who
look for ways to develop those talents instill confidence in the followers. Wilson
claims that these "servant leaders" will motivate volunteers to remain involved in
ministry for the long-term.
Third is the team principle which proposes that a team atmosphere
nurtured among the volunteers helps them feel supported, loved, and rested.
Several factors contribute to the cohesiveness of a strong ministry team. First,
team members need opportunities to build relationships with each other.
Intentional community building is essential to creating a climate of warmth and
openness. Second, team members need to feel ownership in the team through
participation in the planning and decision-making process. Third, team members
need to feel that their gifts, talents, and desires are considered when being
placed in the ministry. When gifts, talents, and desires are taken seriously the
volunteer ends up serving in a ministry position which offers fulfillment and fit.
Matching the right person with the right job followed up by a clear-cut job
description will contribute toward keeping the team member fresh for the long
Moye 25
haul. Fourth, team members need open lines of communication with the rest of
the team so that they can express and receive accurate and honest feedback on
how they are doing in their task. They need to be able to express what they are
good at, what they are tired of, and what they want to learn.
The fourth principle relates to inner rewards and personal growth. Regular
attention paid to issues of personal growth and inner rewards that address
essential volunteer needs results in the volunteer wanting to give more and stay
longer in the ministry. Volunteers come to ministry with spiritual, social, personal,
and physical needs. Because of the draining demands of ministry, volunteers
can feel that their spiritual, emotional, and physical tanks are being depleted
fairly quickly. In order for them to stay energized for long-term ministry, they
need to know the ministry will also help to replenish some of those needs. They
need to be recognized and appreciated for their work. They need to grow in their
relationship with God and other leaders on the team. They need regular intervals
of rest and play in order to keep their personal and ministry lives in balance.
The fifth principle is training. The training principle asserts the importance
of intentional training to help volunteers succeed in their ministry work. Many
volunteers desire to get involved in ministry but do not feel adequate for the job.
They do not get involved because they are afraid they will not know what they
are doing. Another group commits to ministry with enthusiasm but soon realizes
the need for growth in practicing their ministry. In other words, as they practice
their ministries questions arise and new skills are needed to meet the challenges.
Wilson states it is important that
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we do not just place people in jobs and then forget about them. It is
essential to provide both supervision and training if volunteers are
to feel equipped and supported. Supervision means more than
"checking up" on people. It means providing leadership,
information, time, and caring. (58)
People who volunteer in the ministry need to know that they will be trained in the
essential skills needed for the job. If they are trained and thus can work at their
task equipped with the necessary skills, they will remain energized and
committed.
With these five principles in mind, the review of the selected literature
identifies some of the essential works which have emerged since the time of
Wilson's book. How to Mobilize Church Volunteers. Many works were
discovered within each principle which relate to that principle but were not
directly linked to the nurturing of volunteers. The literature selected for this
review is in most cases directly and in some cases indirectly related to the
nurturing of volunteers.
The Vision Principle
In 1988, John Ed Mathison wrote of the importance of keeping a
theologically sound vision before the volunteers involved in the life of the local
church. He observes:
The emphasis on the ministry of the laity is something that must be
kept constantly before the church. An occasional sermon is not
sufficient. It needs to be taught in Sunday school and preached
from the pulpit. Lay people should be given the opportunity to
witness this before the congregation. Oftentimes, during the
worship service where people greet each other, I ask persons to
share with the people around them where they are serving in the
church. (6)
Mathison lays out the importance of a strong vision for the laity as ministry
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partners. Without a constant casting of the vision on a weekly basis, people will
lose sight of their importance in the life of the church. Conversely, an
intentionally cast vision that promotes the involvement of every member in
ministry will energize people for commitment to ministry.
Wilson, writing in 1988, emphasizes the importance of a strong visionary
framework for lay involvement. She expresses the need by stating:
The mobilization of volunteers for ministry is best accomplished by
means of lively vision rather than by clever management.
Volunteer groups flounder when maintenance goals are substituted
for visionary leadership. Volunteers are looking for a group or
organization that knows where it is going. Mission motivates,
maintenance does not. ("Supervising Volunteers" 152)
People are empowered by lively vision. They are discouraged and disheartened
by a maintenance mentality. Volunteers want to feel they are involved in a
ministry that is going somewhere. If they can sense their contribution offers
meaning, they are more likely to remain mobilized for effective ministry.
Schaubroeck and Ganster examine individuals' willingness to engage in
extra-role prosocial, organizational behavior (EPSOB) in volunteer organizations
(569). "EPSOB is defined as behavior that is not a formal or informal aspect of
the worker's role but which in the aggregate promotes the organization's goals"
(569). In other words, EPSOB is volunteer performance which goes above and
beyond the call of duty for the organization. Their research showed that affective
organizational commitment, defined as identification with the organization and
internalization of the organizational values and goals, directly underlies EPSOB.
In fact, they also discovered a high correlation between affective organizational
commitment and intrinsic satisfaction with the volunteer work. Based on this
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research they suggest, "The interaction between affective organizational
commitment and organizational purpose may have practical implications that are
unique to voluntary organizations" (579). They go on to say, "This interaction is
consistent with previous research suggesting that members of voluntary
organizations act primarily in accordance with their values and it extends this into
extra-role behavior" (579). This study suggests that the greater the interaction
between the volunteer's personal values and the values and purpose of the
organization, the more likely she/he is to engage in volunteer work considered
above the norm.
In his book. Developing a Vision for Ministry in the 21st Centurv. Aubrey
Malphurs analyzes the impact of vision on a church and its members. His step-
by-step approach for creating a vital ministry vision is aimed at helping churches
move from maintenance to ministry focus. He shows that vision is crucial to an
effective long-term ministry for several reasons. First, it provides such essentials
as direction and motivation for church members who need to know why their
contribution is important. Second, a clearly communicated vision promotes team
unity because people are able to decide before they start a volunteer position
whether or not the vision of that particular ministry matches their own (22). When
personal and organizational goals coincide, retention of ministry personnel is
positively affected leading to commitment to ministry.
In his interview with authors Kevin Miller and Richard Doebler, Max
DePree speaks of the importance of a strong vision in motivating people,
especially volunteers, for ministry. He points out that an idea is not the same as
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a vision unless risk is accepted. According to DePree, people are offended by
pastors who bribe them by offering "easy jobs." They respond to vision that
challenges. He states:
You start by taking everyone seriously. Treat people as adults. I'd
say, "We can't have a great vision unless there are risks. Here is a
vision that's going to be hard work. It's going to cost us something.
It's going to take some time. We're gong to make mistakes." (21)
People are motivated and challenged by vision and will stay energized for the
task when they are reminded of the things that matter.
In the article "The Contribution of Religious Volunteer Work," John Wilson
and Thomas Janoski seek to answer the question, "What induces people to give
their time to those organizations that can neither impel commitment nor buy
loyalty" (137). They aim the research at the issue of what motivates religious
people to volunteer and for what kinds of work. One finding from this study offers
significant insight into the role of vision in ministry. They found that what the
church believes impacts the kinds of volunteer work its members do. They
conclude, "Nearly two-thirds of liberal congregations support volunteer work in
the area of 'community development' compared to one-third of the very
conservative congregations" (138). They point out that conservative
congregations learn to interpret biblical passages in highly spiritual terms, leading
the members to spend more time doing church maintenance work and less doing
community work. From these findings they conclude that the vision of the church
impacts how people volunteer their time.
A clearly articulated vision of volunteers as ministry partners with essential
gifts for the ministry provides the support system necessary for the church to
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attract and keep volunteers for ministry. Volunteers are energized by knowing
that the ministry is headed in a meaningful, biblically based direction. They also
find satisfaction in the feeling that their goals and gifts are being synergized with
the goals and vision of the larger ministry organization. Unless this vision is
constantly cast before them they will lose the heart and motivation needed to
carry them through the difficulties of relational, discipleship oriented youth
ministry.
The Leadership Principle
PeterWagner wrote of the importance of leadership in the nurturing of
volunteers in his work on leadership and church growth published in 1984. The
focus of the book is to show that if churches are going to maximize their growth
potential, they need pastors who are willing and able to lead (73). Leading is a
key element in developing volunteers for significant ministry within the life of the
church. Churches need leaders who can free the laity for significant ministry
while reclaiming their role as pastoral leaders. He refers to this leadership
function as an equipping role, and he states:
An equipper is a leader who actively sets goals for a congregation
according to the will of God, obtains goal ownership from the
people, and sees that each church member is properly motivated
and equipped to do his or her part in accomplishing the goals. (79)
Volunteers, in order to reach their full potential, need the YML to exercise
leadership and equip them for the ministry to which God has directed them.
They will thrive in a situation where the YML leads them by modeling a servant
heart for them and for those whom they serve.
In 1985, Warren Bennis and Burt Nanus interviewed and observed ninety
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leaders perceived to be successful in their particular fields. At the center of this
study was the belief that leadership is the most important force behind successful
organizations. In this book Bennis and Nanus were specifically interested in
what they call the "new leader" (3). They claim, "The new leader is one who
commits people to action, who converts followers into leaders, and who may
convert leaders into agents of change" (3). They refer to this leadership function
as transformative leadership and assert that this leadership function is necessary
to meet the challenges of today's world of rapid change. In the study, four major
themes emerged which the authors labeled leadership strategies:
Strategy I: Attention through Vision
Strategy II: Meaning through Communication
Strategy III: Trust Through Positioning
Strategy IV: The Deployment of Self through
positive self-regard and the Wallenda factor
(The Wallenda factor refers to the positive correlation between self
confidence and success.)
According to the study, adequate leadership is the key to motivating people to
move past the maintenance of the status quo and into a mission mentality for
their work and life.
Kenneth Blanchard, Patricia Zigarmi, and Drea Zigarmi seek to increase
the effectiveness of organizations through a leadership model they refer to as
situational leadership. The situational leadership model is taken from the
management principles set out in Blanchard's previous work. The One Minute
Manager. The focus of the one minute manager is to take a minute out of each
day and look into the faces of the most important resources the leader manages,
people. Leading by situation guides the leader to treat people as individuals and
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to work closely with them as the need arises (18). In other words, the most
effective leaders "work for their people and not the reverse" (18). Situational
leaders will positively affect the success of the individual and that of the larger
organization.
Because of the impact of leadership not only as a positive force but also
as a negative one, McKinnon aims his research at potential pitfalls which might
cause the YML to become a "volunteer destroyer" (24). He lists three potentially
damaging personal characteristics that must be addressed if the leader wants to
nurture volunteers for youth ministry. The first problem area is personal
insecurity which causes the YML to fear the accomplishments of other volunteers
on staff. In order to develop the full potential in people, the leader must always
seek ways to help them succeed in their work with youth. Pride is the second
volunteer destroyer which, if left unchecked, can hinder the YML's relationship
with the volunteers. Pride is similar to personal insecurity and leads to many of
the same negative results. The third problem area mentioned by McKinnon is
lack of vision. The YML leads through vision and without it volunteers will
flounder aimlessly toward burnout.
George Hunter, building upon the research of the American Management
Association, presents the case that good management is essential for any church
to become effective in accomplishing its purpose. Hunter defines management
as getting things done and emphasizes the importance of leadership in the
management task. He maintains that "upon experience and reflection, many
church leaders discover that exercising the management role is necessary to
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empower the laity and develop them for their apostolic and priestly roles" (2). He
goes on to assert that well managed organizations lead to less workaholism,
burnout, and to greater creativity. Leaders who manage their resources will aid
in ministry fruitfulness and in service and fulfillment of ministry personnel.
Herbert E. Anderson and Homer U. Ashby maintain the importance of the
leadership function by proposing that it is the only ministry within the church that
always operates no matter the time or situation. They suggest supervision as the
best image of pastoral leadership because "it combines the need for education
with ongoing support for the ministries of the church" (1 07). In response to the
growing decentralization of ministries" (107) resulting from the renewal of the
laity, the task of supervision is to affirm the special gifts that people bring to the
total church ministry. In order for the church to function properly, leaders must
"direct the whole body to the end that the parts mesh with one another and
exercise mutual care and help (107). Leadership as supervision is essential to
the ongoing life of the church.
Continuing with the leadership model of pastor as supervisor, William
Lloyd Roberts explains its implication for the small affection-centered church.
The small church discussed here is one which is generally too small to afford the
services of a full-time pastor (145). The pastor in this situation is almost always a
tent-maker. Two important values emerge from this small church setting. First,
people report a sense of motivation by the fact that the pastor is experiencing the
same life risks as the congregation as a whole. The result is a feeling that all are
sacrificing with equity (145). Second, participants in the small church report a
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preference for the tent-making pastor because they feel he/she is not "church
bound" (145). In other words, the pastor understands the world of the people
with whom ministry takes place. Out of this research, Roberts discovered a
model of supervision where the leader is both a participant and an observer. An
appropriate role for the pastor is neither to do all the work nor to watch it all be
done. Leadership requires involvement in the life of the followers and in the
process of ministry. People are energized by a leader who is willing to
participate and delegate at the same time.
Robbins emphasizes the importance of the leader's ability to model faith in
an incarnational approach to youth ministry. Incarnational ministry, by its very
nature, requires the YML to "flesh out" the faith with people. Ministry must begin
with the YML's own walk with God. The YML's personal relationship with God
models discipleship for volunteers as well as youth. How the leader models the
life of faith and ministry practice is the most important determinant of how the
volunteers live out faith and ministry practice. In this approach to ministry, the
leader's own life is an important factor in nurturing volunteers toward commitment
to youth ministry.
Preparing ministry supervisors for the possibility of emotional depletion or
burnout in the workers they direct is the focus of Daryl Nuss' research. Nuss
aims his study toward finding ways to reduce burnout and to increase longevity in
ministry. The first step in reducing burnout in personnel is for the supervisor to
recognize and understand it. Second is for ministry supervisors to grasp the
correlation between burnout and the ministry environment. According to Nuss,
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"Clear direction, clear feedback, and unmistakable encouragement are vital for
increasing longevity in ministry (67). Goal setting had an impact but only when
combined with quality leadership supervision. The conclusion of the study is that
supervisors play a critical role in reducing burnout in the people they seek to
lead.
Roger Thompson, in "The Christian Art of Motivation," writes about the
leadership task of creating and maintaining motivation. Thompson remarks, "I
am more convinced than ever that guilt (more properly called shame) was never
intended as the fuel of Christian enterprise" (52). In this article on the impact of
good motivational leadership, he suggests several factors for keeping volunteers
motivated. Good leaders will keep people motivated with three factors: right
rewards, right relationships, and right reasons. When a leader focuses on
helping volunteers develop in these areas, the volunteers will feel encouraged
and supported for the ministry work.
Robert Morgan gives advice to leaders of volunteers in the article,
"Keeping Leaders Aflame." He explores the accounts of several leaders in the
Bible to understand what they did to keep people motivated for ministry. From
Ezekiel leaders must learn to think empathetically. Nehemiah teaches leaders
the importance of developing systems. From Syzygus, one learns the lesson of
proper conflict management. Paul shows the importance of giving recognition.
Leaders who utilize these four strategies help volunteers to avoid burnout and to
remain in ministry for the long-term.
The YML's ability to faithfully and confidently lead while remaining
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accountable to God and to the people served will act as a key factor in the
volunteer's desire to remain involved in youth ministry. Leadership affects every
area of ministry and with good leadership in place, ministry flourishes and
volunteers will remain motivated for the task.
The Team Principle
J. David Stone, in his book Volunteer Youth Workers, affirms the principle
that working with a volunteer team is a ministry in itself. Regarding the
development of a team, two important principles emerge from his work. First, he
distinguishes between discovering volunteers and using them. He states, "Many
youth leaders make the mistake of finding volunteers and then seldom utilizing
them" (27). In a team ministry, proper delegation leads to appropriate
participation by every member. Second, he emphasizes the importance of
offering volunteers a variety of opportunities through the use of an involvement
card (37). An involvement card allows volunteers to choose where they involve
themselves based on their own gifts and desires. A strong team is one in which
each member of the team is placed and utilized in accordance with his/her
personal gifts and desires.
For Ridge Burns the development of a team is the most important
ingredient in building an effective volunteer ministry with youth. Burns'
experience led him to stop recruiting people for youth ministry based on their
perceived attractiveness to youth. He now recruits them based on their ability to
work with a team. He looks at the volunteer's desire to serve and love others.
He spends much of his time discipling and nurturing volunteer leaders. He
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stresses, "I spend regular time with them (the volunteers), and that's what many
youth pastors just don't want to do. I spend every Tuesday night from 6:30 to
10:00 o'clock with my staff'(43). Tuesday nights are spent in training, fellowship,
and nurturing the team. When asked what keeps them around, Burns responds,
"the fact we love each other" (46).
The focus of Les Christie's work is to show that in order to have the
greatest impact on youth, the YML must build a volunteer team. He states, "The
long-term effectiveness of youth ministry depends on the ability of the youth
worker to develop a team of committed adult volunteers" (10). A team approach
to ministry creates synergy, allowing the ministry to meet greater needs while
allowing volunteers to stay rested. In fact, ignoring this principle can have severe
consequences. Christie states:
What happens when a person does everything? To begin with, he
loses his distinctiveness. Each of us is gifted in certain areas.
Adding more tasks or responsibilities to those areas weakens our
distinctiveness. Our exercise of our gifts is diluted; our priorities are
shifted; we lose direction. (21)
Team ministry, on the other hand, allows people freedom to express their gifts
which motivates them to stay involved. The more volunteers are involved in
ministry the better they feel about themselves, the church, and their contributions
(22). Christie shows that a team develops through placing people in ministry
according to their giftedness, creating opportunities for community building within
the volunteer staff, and making efforts to involve volunteers in the planning and
decision-making process.
Hule Goddard and Jorge Acevedo assert that team ministry is a key
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ingredient to a discipleship oriented youth ministry model. For YMLs and
volunteers to be most effective they should function in the youth ministry as
player/coaches. According to Goddard and Acevedo, "we (the YMLs) provide
direction and leadership for the program, but we are only one among many
necessary team members" (209). They show that it is important for those who
work with youth to realize that no one person can do it all. They claim, "The
burden of ministry to even ten youth is too much for one youth worker to bear.
We must share our ministry" (210). They suggest the most effective model for
team ministry is one in which selected people are strategically placed in order to
meet specific needs. Not only will this model increase the ministry's
effectiveness in meeting needs, it will also allow volunteers to minister within the
framework of their giftedness. If the YML pays attention to individual and team
needs, the ministry will be marked by increased fruitfulness.
Paula Mergenhagen has discovered what she calls a "new breed of
volunteers." The biggest reason for this new breed of volunteers is the
increasing number of working women. In a census bureau study done over the
last two decades, the number of employed men who also volunteer has not
changed, but the number of working women who also volunteer has grown by 16
percent (54). The result is an increasing number of volunteers also employed in
the work force. The change in the employment rate as well as the increase in the
number of divorced and widowed persons has led to a pool of extremely busy
potential volunteers (55). Convincing busy people to donate their time is difficult.
Her findings indicate that people are still willing to volunteer but are not willing to
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commit to the multitask environment. Today's volunteer is more willing to commit
to a single job with specific short-term goals. A team approach to youth ministry
offers the kind of jobs these volunteers are seeking. Each person in the team is
expected to do one small portion of the overall job. Volunteers need to be
assured that they will not be left with a task too great for the time constraints
facing them. A team approach can do that.
In his resource book for developing participating volunteers, Doug Fields
argues in favor of a viable team approach for youth ministry volunteers. He
offers four fundamental principles for shaping a cohesive team atmosphere
among volunteers. First, the team must be willing to grow together through the
various changes and struggles evident in any ministry setting. Second, in
addition to growing and working together, the team needs to find time to enjoy
each other and play together. Third, conflict resolution can build team unity.
Conflict resolution leads to closer relationships among volunteers and maturity in
the team as a whole. Fourth, nurturing quality friendships will help to meet
personal social needs among the team members (52-54).
Bruce Bugbee aims his study at helping people find their place within the
ministry of the body of Christ. He speaks not about team ministry but about the
larger issue of ministry within the context of a biblical community. In order to
find one's place within the community and to experience fulfillment in ministry,
the church must help people discover their spiritual gifts, personal style, and
God-given passion. Bugbee refers to these three keys as a person's servant
profile (16). When a team operates as a biblical community encouraging
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members to develop their servant profiles, volunteers will experience greater life
meaning and impact (9).
In the article, "How Your Personal Leadership Can Grow a Leadership
Team," Barry St. Clair emphasizes the benefits of developing a volunteer team.
These benefits include increased effectiveness through multiplication and
delegation, elimination of the multitask environment, better pastoral care for
volunteers and students, shared joys of ministry by the YML and volunteers,
elimination of loneliness in ministry, enhanced creativity in ministry, and better
opportunities for utilization of individual gifts (6-7). Each of these benefits directly
affects the volunteers' willingness and ability to make the commitment to youth
ministry.
A team atmosphere nurtured among the volunteers helps them feel
supported, loved, and rested, thus encouraging them to make deeper and longer
commitments with youth. On the other hand, volunteers who are given jobs and
left to struggle through the complexities of ministry alone will eventually
experience frustration, resentment, and burnout. In order for volunteers to
remain faithful long enough to impact youth for discipleship, they must be allowed
to minister within the framework of their giftedness and within the supportive
community of a ministry team.
The Personal Growth and Inner Rewards Principle
Paul Borthwick's aim is to help church leaders encourage youth ministers
to "remain long enough to experience the benefits of long term ministry" (76).
Since most youth ministries are guided by volunteer youth workers, his
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suggestions carry implications for volunteer ministry. Eight of the ten
suggestions offered by Borthwick relate to building up the personal life of the
youth worker. Borthwick suggests that these eight keys to keeping youth
workers for the long haul relate directly to issues of personal growth. The
suggestions include:
1 . Affirm the call to youth ministry.
2. Make the youth worker part of the staff.
3. Encourage the youth worker to study.
4. Stimulate the youth worker to set personal and ministry goals.
5. Give the youth worker opportunities to grow beyond the youth
ministry.
6. Give the youth worker opportunities to grow outside the church.
7. Guard the youth worker's personal life.
8. Support the youth worker in front of the parents. (77-81 )
Borthwick believes that one of the keys to keeping people involved in ministry is
to find out their personal needs and seek ways to help fulfill them.
In an attempt to address the distinctiveness of supervision in ministry,
Kenneth H. Pohly discovered that one of the key components of supervision
content is "to help supervisees develop a clear sense of who they are in
relationship to their occupation (121). Helping ministry personnel with personal
identity formation is of great importance. Another area of supervision content is
spirituality. "Ministry supervision must be intentional about this process of
spiritual discernment" (122). Other areas of growth involved in the supervision
process are "self awareness, cognitive understanding, and ministering skills"
(123). Supervision of ministry personnel is in part about helping the supervisees
in the area of personal growth.
Eileen Starr's research on volunteer motivation revealed that the most
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common reasons people give for participation in volunteer activities are
achievement, affiliation, and power/leadership or duty. One of the assumptions
underlying her study is that true altruism is not possible. She references a study
done through the Vancouver Volunteer Center in 1985 by Flashman and Quick
entitled "Motivating Volunteers: How the Rewards of Unpaid Work Can Meet
Peoples' Needs." The researchers found six characteristics of persons motivated
by altruism. The six traits experienced by these persons are community,
security, empowerment, satisfaction, fairness, and service (7). Starr also notes
that those involved in "spiritual altruism" report other motives such as serving one
another, serving God, and becoming great through being the least (27). These
inner rewards of service must be addressed by those guiding volunteers toward
ministry service.
Douglas uncovers seven motivational factors which affect the volunteer's
desire to give time and energy to the ministry in the church. First, volunteerism
makes them feel important. Second, people perceive volunteerism to be both a
Christian responsibility and opportunity. Third, they perceive church involvement
as one way to use their talents and gifts in a helpful manner. Fourth, they believe
their effort will lead to growth in skills and grace. Fifth, they expect to grow
spiritually from the experience. Sixth, they want to respond to the Lord's blessing.
And seventh, they view volunteerism as a natural expression of a Christian life.
Douglas asserts that personal enhancement is a key factor in whether people
remain volunteers in the church. In fact, he states, "People volunteer because of
personal growth and inner rewards they receive" (27).
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Roehlkepartain reveals that people are more likely to volunteer if their
motivations are met by the service required. Tapping volunteer motivations
appears to be important both in recruitment and satisfaction issues. He goes on
to say, in most cases, it is appropriate and helpful for the church to address these
motivations because by doing so the church is simply recognizing "each person's
place in life, gifts and concerns" (7). In some cases particular volunteers may be
inappropriate for certain tasks if their own needs hamper larger church values.
However, volunteers do need to know that what they are doing is helping them in
their personal lives. Also, if the organization's values are articulated, overtime
people are less motivated by their own needs and more by the values of the
organization (7).
In their study of college students at California State University,
D'Braunstein and Ebersole found that the difference between volunteer students
at Camp Titan, a summer camp for underprivileged children, and a comparable
group of non-voluntary students was not the value of service but of growth (281).
A significantly higher number of students in the volunteer group chose the
personal life meaning of growth as compared to the non-volunteer group. Growth
is defined as "meaning through self-improvement and understanding (i.e.
reaching goals, developing talents, increasing self-worth, independence) (281).
The researchers point out that this category is a more self-centered, egotistic life
meaning than the expected answer of service. They conclude that for more
effective recruitment and satisfaction, the organization should stress not only
service possibilities but also the potential for personal growth. Further, the
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service organization should provide specifically for that in the program.
Regular attention to issues of personal growth and inner rewards for the
volunteers by the church or youth ministry helps to meet essential needs of the
volunteers resulting in a desire to give more and stay longer in youth ministry.
People volunteer for a number of reasons. Research teaches that no matter how
altruistic their motives appear to be, deep inside they face a number of life needs
which they expect to meet through the volunteer experience. The church must
take these needs seriously and seek practical ways to address them in the
volunteer program.
The Training Principle
The central purpose of James W. Mohler and Steve G. Fortosis is to urge
a greater understanding of and commitment to early adolescent ministry. For a
number of reasons, early adolescence is a confusing and complicated time.
Consequently, many adults find working with this group difficult. If the church
desires to encourage volunteers to remain satisfied in this ministry, Mohler and
Fortosis argue that an ongoing training program is crucial. They state:
It seems vital that the local church make junior high ministry a
higher priority. It is suggested that denominational leaders assist
their churches in developing a greater vision for junior high ministry.
Specific workshops and training events for junior high workers
should be developed. Funds also should be made available so that
quality programs and quality workers can be maintained. (37)
Volunteers must be trained in a number of skills including relationship building,
ministry skills, disciplinary issues, and listening skills. They also believe the
church needs to prepare volunteers for some of the difficult questions on the
minds of students in this age group. Mohler and Fortosis stress that intentional
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and continuous training will increase longevity in ministry for volunteers working
with early adolescents.
Barry St. Clair's strategy for reaching youth for Christ in a viable youth
ministry setting centers on the ongoing training of a volunteer "leadership family."
St. Clair's experience and practical research has shown that regular and constant
attention to training volunteers leads to an increased ability to minister to youth.
The three essential areas of volunteer preparation set forth in the book Building
Leaders for Strategic Youth Ministry include direction in the personal spiritual life,
equipment in a biblical ministry strategy and vision, and development of specific
practical ministry skills. He shows that when volunteers receive training from the
start and are offered ongoing opportunities for further preparation, increased
effectiveness results.
Oestreicher, in his discussion on leadership in youth ministry, contends
that adult non-formal education is the paradigm needed to guide the training of
youth workers. Youth workers need to think of themselves not as teachers in the
formal educational model but as facilitators of growth, a model recognized in non-
formal educational. Those working with youth must possess a number of
qualities essential for youth ministry which are discovered in the adult non-formal
education paradigm. Oestreicher lists them:
This person, we have learned, must have respect for the learner~to
know his ideas are valid and his experiences are important. The
facilitator needs to be willing to share himself, to be open, and to be
made a fool of. He must create a warm, supportive environment,
be patient, and exhibit adaptability, versatility, and a sense of
humor. He must also be a good listener and have a high view of
learner potential. In short, he must be a builder of people, rather
that a crusher. (20)
Moye 46
Training in these characteristics must be a vital part of any youth ministry
volunteer leadership program.
The focus of Fred R. Wilson's research was to determine what motivates
people to attend religious training events, and to utilize this information to better
understand what kind of training addresses people's felt needs. In the study of
persons who attended the 1989 Greater Los Angeles Sunday School
Convention, a statistical analysis factor identified eight interpretable motives (75-
76). The study uncovered that three of the motivators-ministry preparedness,
spiritual growth, and cognitive learning-had significantly higher mean scores
than the other five reasons identified. This suggests that these three motives
were the primary reasons for attending the convention. The other five motives-
growth in relationship to God, social contact, external expectations, escape from
life, and stimulation to avoid boredom-however, exerted enough influence on the
attendees to warrant consideration. Wilson recommends that these motives be
considered when training people for ministry work. Training opportunities should
include more than one focus. "In addition to the desire to be trained for ministry,
there are strong motivators toward receiving help in personal spiritual growth
through the ministry of God's Word as well as cognitive input" (82).
Intentional and ongoing training builds the confidence needed for the
volunteer to remain effective in youth ministry. Many volunteers are excited
about the possibilities of ministry involvement but feel they lack skills and spiritual
maturity necessary to succeed at the ministry task. They need assurance
provided by quality training opportunities that they are capable of remaining
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fruitful in their work.
Summary of the Review of Selected Literature
The review of literature confirms five principles which affect the task of
nurturing volunteers for youth ministry.
1 . The vision principle shows the impact of a clearly articulated vision of
volunteers as ministry partners with essential gifts for the ministry.
2. The leadership principle asserts the importance of the YML's ability to
faithfully and confidently lead while remaining accountable to God and
to the people served.
3. The team principle explains the necessity of nurturing a team
atmosphere that allows volunteers to feel supported, loved, and rested.
4. The personal growth and inner rewards principle underscores the
priority of addressing the volunteers' desires for personal growth and
inner rewards.
5. The training principle emphasizes the impact of an intentional and
ongoing training program.
According to the research, when the five principles are in operation in a ministry,
volunteer satisfaction in ministry is positively affected. This study was aimed at
discovering to what degree volunteers experience and consider important the five
principles for nurturing volunteers.
Few articles regarding principles for nurturing volunteers for youth ministry
dated after 1993 were found. The team principle can be strongly substantiated
with a number of articles relating directly to the subject. The vision and
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leadership principles can also be established with a fair degree of confidence.
No articles dating later than 1993 were found relating to the inner rewards and
personal growth principle and the training principle. This observation leads to the
question of whether or not the inner rewards and personal growth principle and
the training principle still meet needs of volunteers today.
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CHAPTER 3
Research Design and Methodology
The purpose of this study is to discover to what degree volunteers
consider the five principles for nurturing volunteers for youth ministry present in
the ministries where they serve and important to them in their work. A multiple
case study was conducted of three churches in the eastern region of the United
States which were identified by a panel of experts as having effective youth
ministries. Based on the literature review, five principles for nurturing volunteers
for youth ministry were confirmed. Data collected through the multiple case
study approach, utilizing questionnaires, on-site interviews, and observation,
were analyzed to determine the degree to which volunteers are experiencing
these five principles in their youth ministry work.
Research and Operational Questions
The five principles for nurturing volunteers for long-term youth ministry
define the research and operational questions of this study.
Research Question 1
Do the volunteers agree that a vision of volunteers as ministry partners is
present in the ministries where they serve and important to them in their work?
Three questions were asked related to the vision principle. Does the
vision of the church encourage the laity to take an active role in the life of the
church? Is the vision of the church communicated to the laity prior to receiving
them into membership? Does the church's vision result in actual ministry
involvement among the laity?
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Research Question 2
Do the volunteers agree that the YML's ability to faithfully and confidently
lead while remaining accountable to God and to the people is present in the
ministries where they serve and important to them in their work?
The issues involved in this question revolve around the life and capability
of the YML to motivate volunteers. Do the YML's beliefs and actions motivate the
volunteers in their youth ministry work? Does the YML's passion for youth
ministry impact the volunteers' motivation for youth ministry?
Research Question 3
Do the volunteers agree that a team atmosphere nurtured among the
volunteers is present in the ministries where they serve and important to them in
their work?
The operational questions for the team principle seek to discover whether
the volunteers feel supported by a team atmosphere nurtured among them. And
do the volunteers view building a volunteer team as a priority in the youth
ministry?
Research Question 4
Do the volunteers agree that a proactive approach by the church to meet
personal growth and inner reward needs of the volunteers is present in the
ministries where they serve and important to them in their work?
With this principle the questions are aimed at whether the volunteers feel
certain personal needs are being met by their work with youth. Do the volunteers
feel the church nurtures their personal needs? Does the church sponsor specific
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events or programs designed to help the volunteers grow personally? Do the
volunteers feel the church appreciates their work?
Research Question 5
Do the volunteers agree that intentional and ongoing training of the
volunteers is present in the ministries where they serve and important to them in
their work?
Two main areas of training are explored. Does the church provide pre-
service training for volunteers who desire to work in youth ministry? Does the
church provide ongoing training for volunteers in youth ministry?
Population and Sample
The population included the YMLs in charge of the participating youth
ministries and the youth ministry volunteers working in those ministries. The
volunteers involved in the study consisted of all volunteers who attended a
volunteer adult leadership meeting held at each of the three churches. In all, five
YMLs and 108 volunteers participated in the study.
Instrumentation
The questionnaire and interview protocols are researcher-designed and
developed out of the literature review with the majority of the questions emerging
from Wilson's book, How to Mobilize Church Volunteers. Wilson presented a
large pool of questions and statements to be used in evaluating a church
volunteer program. Combining Wilson's questions with a group of self generated
items, a large pool of statements was developed for each principle. The large
pool of statements was submitted for evaluation to members of my dissertation
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committee at Asbury Theological Seminary; Marty Shalita, professor of
Psychology at Eastern College; and Duffy Robbins, chair of the Youth Ministry
Department at Eastern College. Thirty statements, six for each principle,
resulted from the combined refinement of these groups.
In order to increase reliability and validity and to shorten the questionnaire,
a validity study and a pre-test of the instrumentation were conducted. For the
validity study, five youth workers with experience in principles for nurturing
volunteers received a copy of the five principles and the thirty potential
questionnaire items. Each volunteer attempted to match each of the thirty items
to the principle that it was intended to measure. The results of the validity test
were calculated and the statements receiving the highest number of matches
were utilized in developing the twenty-statement questionnaire. No statement on
the final questionnaire received less than an 80 percent match with its principle.
Table 1 on the following page displays the final twenty items by the
principle they are designed to test. The resulting questionnaire (Appendix A)
consists of the twenty items with each statement containing two five-point, Lickert
scale responses. Four questions are asked about each of the five principles and
were designed to discover whether the volunteers feel the principles are present
in the respective youth ministries where they work and to what degree they
consider each principle important to them in their volunteer service.
The biographical and introductory portion of the questionnaire was
developed with the control variables in mind. Age, gender, and length of
involvement were included so that the control variables could be separated out
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Table 1
Items for Questionnaire
By Principle
Vision Principle
-The vision of this Church encourages the laity to take an active ministry role in the life
of the Church.
-When I joined this Church, it was made clear to me that one of the primary goals of
membership was for me to involve myself in a ministry of the Church.
-Most people in our church are not involved in volunteer ministry in our church.
-Most people in this church believe they have a significant ministry in the life of the
church.
Leadership Principle
-The Youth Ministry Leader's beliefs and actions motivate me in my ministry with youth.
-The youth ministry leader's passion for youth ministry is contagious.
-The youth ministry leader's relationship with Jesus is a model for me in my walk with
Jesus.
-The youth ministry leader's relationship with the youth is a model for me in my
relationship with the youth.
Team Principle
-Building an adult volunteer leadership team is a priority in the youth ministry at this
church.
-I feel that I am a key member of the volunteer youth ministry team.
-The support I receive from other volunteers enables me to do this ministry more
effectively.
-As a volunteer in the youth ministry, I am expected to do more than my share.
Inner Rewards and Personal Growth Principle
-My volunteer work at the church meets certain personal needs that are not met
anywhere else in my life.
-The Youth Ministry of this Church pays regular attention to helping me grow spiritually.
-The church or Youth Ministry sponsors retreats, Bible Studies or specific outings
designed to help me grow in my personal life.
-I feel loved, cared for, and appreciated in my volunteer work with youth at this Church.
Training Principle
-I was not required to participate in a training course before I was allowed to work with
youth in this church.
-Training opportunities are provided on a regular basis for me as I carry out my
volunteer ministry.
-The training I receive increases my confidence level for working with youth.
-The church provides adequate resources to equip me to carry out my work with youth.
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for further study.
After the questionnaire was completed, a pre-test of the instrumentation
was conducted. Fifteen volunteer youth workers from Northside United
Methodist Church in Atlanta, Georgia completed a questionnaire and offered
feedback regarding the length of time, clarity of questionnaire items, and other
general feelings. Most of the criticism revolved around the negatively worded
items and confusion regarding the meaning of the importance response section.
Based on this feedback, three of the questions were rewritten to increase the
clarity of those items.
The interview protocols are semi-structured, utilizing a variety of open-
ended questions designed to aid in understanding the questionnaire data. The
interviews were conducted with three volunteers and the YMLs responsible for
guiding each youth ministry.
Data Collection Procedures
This evaluative study utilizes a multiple case study approach to collect
data from three effective youth ministries in the eastern region of the U.S. Cross-
sectional questionnaires with all youth ministry volunteers, one-hour interviews
with the YMLs, thirty-minute interviews with three of the most effective long-term
volunteers, and on-site observation of each youth ministry were employed in the
data collection process.
Selection of Churches
Following a four-step process led to the selection of the participating youth
ministries. The first step was to enlist the experts who aided in defining effective
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youth ministry and in choosing the churches which qualified for the multiple case
study. For this study an expert is defined as a person who has been involved in
youth ministry as a primary calling for at least twenty years, has national
recognition for effectiveness in the youth ministry field, and has an extensive
knowledge of youth ministry as it is practiced in the eastern region of the United
States. The experts were initially contacted through a phone conversation
requesting their participation in the study. A follow-up letter (Appendix B) was
sent explaining the project, its goals, and the experts' role in the process. A
week after the letter was sent, a second phone conversation answered questions
and enlisted final commitment to participation in the study.
With the above criteria in mind, the following persons were asked to serve
as experts for the study: Duffy Robbins, chair of the Youth Ministry Department at
Eastern College in St. Davids, Pennsylvania, has over twenty-five years of
experience in youth ministry in church and parachurch organizations. Most of his
ministry experience has been in the Eastern region of the U. S., although he may
be the most recognized name in youth ministry in the world today. He has
authored several books and continues to speak to youth and youth leaders all
over the world. The second expert is Allen Wilson. Allen also has over twenty-
five years of experience in youth ministry in the eastern region of the U. S. His
entire ministry experience until this year has been in local church youth ministry.
He presently serves as pastor of a new church plant in Washington, D. C. Allen
is considered one of the most effective youth ministers in the Southern Baptist
Church and serves on the board of The National Network of Youth Ministry, the
Moye 56
largest interdenominational youth ministry organization in the U. S. The third
expert is Barry St. Clair, founder and president of Reach Out Ministries based in
Atlanta, Georgia. Barry has over twenty-five years of youth ministry experience.
For the last twenty years. Reach Out Ministry has been one of the most effective
youth ministry training organizations in the U. S., and more recently in the world.
Barry authored several books and youth ministry training manuals which are
used in hundreds of churches in every major denomination and church
association. Barry is best known for his work in training adult volunteers to lead
discipleship groups with youth. Being based in Atlanta, Georgia., for the last
twenty-five years has also given him a good knowledge of the Eastern region of
the U. S.
The second step in the process of selecting the churches was for the
experts to refine my definition of effective youth ministry. In the initial letter
requesting the support of the experts (Appendix B), my definition of effective
youth ministry was included. The experts were asked to refine the definition of
effective youth ministry by identifying in order of importance five characteristics of
an effective youth ministry. After receiving the three separate lists from the
experts, one rank ordered list was compiled. This task was completed by scoring
each ranked characteristic with a score of five for the expert's number-one
characteristic, a four for the number-two characteristic, three for the number-
three characteristic, two for the number-four characteristic, and one for the
number-five characteristic. The characteristics were added together and listed
in order of highest to lowest score (Appendix C). The definition of effective youth
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ministry was revised and sent back to the experts (Appendix D).
The third step in the selection process was to choose three churches to
participate in the study. Each expert identified three youth ministries in the
eastern region of the United States which best exemplify the definition of
effective youth ministry. The three churches involved in this study-Woodstock
Baptist in Woodstock, Georgia, Perimeter Presbyterian in Duluth, Georgia, and
Falls Church Episcopal in Falls Church, Virginia-were selected from this list.
The fourth step in the process was to enlist the churches to participate in
the study. The initial request for participation was made through a phone call to
the YML. Following the phone call, a letter (Appendix E) was sent explaining the
multiple case study process and the goals of this particular project. The YML
received a copy of the principles and the questionnaire with the follow-up letter.
The letter also requested the support of the YML for two main tasks. The first
task was to give me the freedom to visit the ministry, hand out questionnaires,
and conduct interviews. The second task was to communicate to and enlist the
cooperation of the needed participants from the church. The letter to the YML
was followed by a phone call to answer any questions and to enlist a final
commitment regarding participation in the study.
The Needed Data
Once the three churches were secured for the study, data collection
began. The needed data came from two sources: all of the youth ministry
volunteers and the YMLs from each of the three churches. First, data were
gathered from all volunteers at each of the three churches. Three methods were
Moye 58
used to collect volunteer data: data were gathered from the responses to the
volunteer questionnaire; data were collected from interviews (Appendix F) with
three of the most effective long-term volunteers as determined by the YML from
each church; and data were collected through on-site observation of volunteers
in their ministry environment.
The YMLs in each of the participating churches provided data in two ways.
One, a one-hour interview (Appendix G) was conducted with each YML and
responses were recorded for examination. Two, the YMLs were observed in the
ministry environment with special attention being paid to the YML's leadership
practices regarding the volunteers' role in the ministry.
The Data Collection Process
Data were collected through the following process. I visited a volunteer
leadership meeting at each of the participating youth ministries. Near the
beginning volunteers were asked to complete the questionnaire. At the same
event I conducted interviews with three long-term volunteers before and after the
meeting. Also, on-site observation was conducted to view the volunteers as they
interacted with each other, the YML, and the students. The one-hour interview
with the YML was conducted at a time most convenient to the YML.
Variables
The independent variables explored are the five principles for nurturing
volunteers for youth ministry. The dependent variable is effective youth ministry.
Three control variables are considered in this study. Age of the volunteers is
studied to determine whether or not any of the principles is more important to one
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generation than another. A second control variable, gender of the volunteers, is
considered to determine whether or not any of the principles is more important to
males or females. The third control variable is the length of term of ministry of
the volunteers.
Delimitations and Generalizations
One of the limitations of the study was the fact that the youth ministries
selected by the youth ministry experts did not provide for diversity except in
denominational and minor theological differences. The youth ministries exhibited
a number of similarities; primarily white, middle-upper class, large churches (over
3000 members), and male YMLs. The fact that three denominations were
involved may suggest wider application among many denominations. Similarities
in the ministries may limit the generalizability of the findings to ministries with
those characteristics.
The study is limited in that the size of the population may be too small to
make wide-ranging generalizations for youth ministries in the entire eastern
region of the U. S. The study should be recognized as exploratory,
consequently, pointing to the need for further research.
Another limitation is that the study did not explore in depth the issue of
specific skills that should be taught to the volunteers to help them succeed in
their respective roles in the ministry. Information was gathered on whether or not
some form of training is offered and whether training is important to the
volunteers. The study does not help identify essential youth ministry skills. My
focus, therefore, is limited to the principles that nurture volunteers, not the skills
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that make volunteers better.
The study is also limited to the perceptions of the volunteers and YMLs in
regard to the specified principles. In other words, the study is trying to determine
to what degree the volunteers and YMLs agree or disagree with the presence
and importance of the five principles. The study is not attempting to discover if
the principles are present, only if the volunteers and YMLs believe they are
present.
Data Analysis
The research was conducted using a twenty-statement questionnaire with
each statement containing two five-point Lickert scale responses resulting in a
total of forty pieces of data per respondent. The Lickert scale was based on a
degree of agreement scale with the five responses being Strongly Agree, Agree,
Neither Agree nor Disagree, Disagree, and Strongly Disagree. The
questionnaire was designed to discover whether the volunteers felt the five
principles were present in the respective youth ministries in which they worked
and to what degree they considered each principle important to them in their
volunteer work.
Four statements were designed to collect data on each principle with each
statement seeking a response regarding principle presence and one focusing on
principle importance. The Lickert scale responses were coded for data analysis
purposes. The scores ranged from Strongly Agree (5) through Strongly Disagree
(1). The negatively worded statements were scored inversely with Strongly Agree
(1) through Strongly Disagree (5). The data was analyzed and presented in
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three different forms: (1) the means and standard deviations (2) the totals and
percentages of responses and (3) the raw scores.
The mean and standard deviation were computed for presence and
importance of each statement and each principle. The results are presented in
tables in the appendix section. The mean and standard deviation is also
computed for the principles by combing the four statements aimed at each
principle. The principle means were ranked and discussed in terms of the
strength of volunteer agreement for each of them.
Significant differences among the control variables-age, length of ministry
service, and gender-are tested using a t-test for independent groups. The test
compares the means of the two variables on each principle and tests the null
hypothesis that the means in the population are equal. Results appear in
Chapter 4.
A t-test was also conducted to compare the difference between the mean
of one principle to another to determine if any principle is considered more
present or important. The same test was conducted to compare differences
between importance and presence of each principle. This test was conducted to
determine if a significant difference existed between how the church is doing on
the principle versus how strongly the volunteers agree with its importance.
Information was gathered from interviews and on-site observation to help
understand and analyze the questionnaire data. Interview data from the three
long-term volunteers and the YMLs from each church provide limited
observations, but offer a further fleshing out of the principles.
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CHAPTER 4
Description of the Population
The population for the study consisted of 108 youth ministry volunteers
from the three churches utilized in the study. The largest number of volunteers
came from Woodstock Baptist Church in Woodstock, Georgia, with forty-three
persons representing 39.8 percent of the total respondents. The second largest
number of volunteers came from Perimeter Presbyterian Church in Duluth,
Georgia, with thirty-six persons representing 33.3 percent of the total
respondents. The third pool of volunteers from Falls Church Episcopal in Falls
Church, Virginia, totaled twenty-nine persons representing 26.9 percent of the
total respondents.
The age of the respondents ranged as follows: 18-19 years (5), 20-29
years (45), 30-39 years (25), 40-49 years (24), 50-59 years (5), 60-62 years (2),
and no response (2). The mean age of the respondents was 33.1 years with a
standard deviation of 10.56. For the purposes of this study, I was mainly
concerned with significant differences in responses between Generation X,
persons born between 1965 and 1981, and the Boomer Generation, persons
born between 1946 and 1964. All respondents fit into one of these categories
except two persons who were age sixty-two and two who gave no response to
the age question. The data from these four persons was included in the overall
data, but not in the age comparison data since they fall outside the age
comparison groups. The total number of Generation X respondents was sixty or
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55.6 percent of all respondents while the Boomer Generation totaled forty-four or
40.1 percent of all respondents.
Two other variables considered in the study and which describe the
population were gender and length of youth ministry experience. By gender,
female respondents totaled sixty-three or 58.3 percent. Male respondents
totaled forty-five or 41 .7 percent. By length of youth ministry experience, long-
term volunteers (nineteen or more months) totaled forty-three or 39.8 percent
while short-term volunteers (less than eighteen months) totaled sixty-five or 60.2
percent.
Summary of Findings
The research was conducted using a twenty-statement questionnaire with
each statement containing two five-point Lickert scale responses resulting in a
total of forty pieces of data per respondent. The Lickert scale was based on a
degree of agreement scale with the five responses being Strongly Agree, Agree,
Neither Agree nor Disagree, Disagree, and Strongly Disagree. The
questionnaire was designed to discover whether the volunteers felt the five
principles were present in the respective youth ministries in which they worked
and to what degree they considered each principle important to them in their
volunteer work. Four statements were designed to collect data on each principle
with each statement seeking a response regarding principle presence and one
focusing on principle importance. The Lickert scale responses were coded for
data analysis purposes. The scores ranged from Strongly Agree (5) through
Strongly Disagree (1). The negatively worded statements (explained in Chapter
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3) were scored inversely with Strongly Agree (1) through Strongly Disagree (5).
The data were analyzed and presented by calculating the means and standard
deviations for each item and principle. The principles were then ranked based
on the mean scores and discussed in terms of the volunteers' strength of
agreement. A t-test was conducted to determine significant differences between
the principles and between importance and presence of each principle. Last, a t-
test was conducted to identify differences among the control variables: gender,
length of service, and age. Data gathered through interviews and observation
were included throughout the discussion of questionnaire data for illustrative
purposes only. While the qualitative data sometimes suggested insights into the
principles not always provided by the quantitative methods, the data collected
was not extensive enough to be included as significant findings in themselves.
The total mean and standard deviation for each statement was
computed.^ I was not concerned with the response to each statement by itself
unless a particular item aided in explaining the score of a larger principle. The
mean and standard deviation for each principle was computed by taking into
account the total responses to the four statements designed to collect data for
that particular principle. Since I was interested in two different aspects of the
principle, principle presence and principle importance, two sets of data were
scored on each principle. Table 2 presents a summary of the findings for the
mean and standard deviation for each principle.
^ See Table 5 in Appendix H for complete data.
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Table 2
Summary Table
Importance Presence
Principle M SD M SD t
Vision 4.26 .93 3.76 1.20 3.42*
Leadership 4.62 .59 4.51 .65 1.30
Team 4.16 .94 3.93 1.08 1.67
Reward 4.30 .71 4.02 .95 2.45**
Training 4.18 .86 3.59 1.22 4.11*
*e< .001 two-tail; **e <_.03 two--tail
In regard to principle presence, the respondent scores indicate a definite
agreement that two of the principles are present in the particular youth ministries
in which they serve. The mean score of 4.51 for the Leadership principle
indicates the respondents' strong agreement with this principle. In the interviews
with the volunteers, the strength of the leadership principle is confirmed. When
given the opportunity, respondents always spoke positively about their YMLs.
Representative statements included:
Jeffs commitment and passion has affected me since I was in the sixth
grade. I remember he called about ten of us in his office one time and told
us that he wanted to reach other kids in our neighborhood. We had never
thought of that before. We knew he loved us. It wasn't forced.
Jeff desires to be fresh and grow. He has such a commitment to
excellence. Not perfectionism. He is just creative and loves the
challenge.
Our leaders definitely have a passion for youth. They are faithful,
confident people. Chip has such a tender heart for Junior High kids. They
are valuable to him, and that affects all of us. I'm impressed.
The word passion kept coming out in conversations. These volunteers displayed
no hesitancy in talking about the ability of these YMLs to lead.
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The Reward principle, with a mean of 4.02 also scored in the definite
agreement range. The volunteers were quick to discuss the rewards they
receive from working in youth ministry. The rewards; however, were internal and
came mostly from the "blessing" they received from building relationships with
kids and seeing them grow. Good feelings resulted from involvement in the
ministry, and these intangibles were offering benefits to the volunteers. One
volunteer stated,
I love to talk about it (the ministry). I think about it at work, and find myself
wanting to talk about it there and everywhere I go. I don't know. It give me
a good feeling. I love the way it integrates with the rest of our lives. My
girls have dinner with us all the time. We enjoy having them over.
Getting them to talk about specific ways in which the youth ministry sought
to meet personal needs was more difficult. Two volunteers referred to a time in
the meeting when the leader asked them how they were doing, not just with kids,
but in their lives. They seemed to like the concern shown for their personal lives.
One church offers a program where each volunteer is linked with another adult in
the church who mentors them personally and spiritually.
Volunteers agree the youth ministry is meeting personal growth and inner
rewards needs; however, they had a difficult time sharing specific ways the youth
ministry is doing it. They shared some concern about this area as well which will
be shown in later data analysis. Even though the youth ministry is doing some
meeting of personal needs, volunteers appear to want more.
The three remaining principles. Vision, Team, and Training scored below
definite agreement but well above neither agree nor disagree. In each case the
score is more in the agree range than the neither range. Each of the YMLs could
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articulate their vision for the youth ministries where they served. These
volunteers could discuss the vision as well. Volunteers tended to link vision to
the YML. When they discussed vision, they usually referred specifically to the
strength of the YML. Some of the comments included:
When Jeff first shared his vision with me, it blew me away. He told us
what he wanted to see happen and we believed it would happen. It did.
He is committed to bringing us creative, new vision regularly. This school
year, he wants us to have a strong passion for discipling students,
shepherding them.
Matt's vision is to raise up leaders, among adults and youth. It is a core
principle for him. The leadership team's goal is to build, grow, and
develop other leaders. We are not just worker for Matt but shepherds for
the people.
Volunteers seemed to really enjoy talking about the team aspect of the
ministries where they served. One volunteer shared that the volunteer meeting
was the highlight of his week. He said.
All my friends are in the group. After the meeting is over, most of us go
out and spend time together at some restaurant. We drink coffee and
hang out together.
Another one responded,
" We are definitely a team. We are a tight knit group.
The sad thing is we are all so busy. I wish we could be together more."
The atmosphere at Falls Church seemed especially team oriented. When
we arrived some parents were waiting with a banquet of food, including three
types of homemade pasta dishes, several salads, desserts, and drinks. After
eating together, someone passed out songs sheets, pulled out a guitar, and led
us in a lively time of worship. After worship, Jeff Taylor, the YML, taught from the
scriptures, and led us in a time of discussion. After the meeting, people hung
around together and talked for an hour more. Volunteers at Falls Church
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seemed to know and care about each other. This was more than a meeting, it
was a small group based on Acts 2:42.
Training received the lowest mean score and volunteers did not have
much to say about it in the interviews. One volunteer confided, "I think training is
sometimes learn as you go. We learn from each other. It is a partnership,
working together with staff." She did not talk about any specific training that had
impacted her. When another volunteer was asked, he responded by offering
suggestions for specific types of training.
The YMLs did not generally consider training an area of strength. One of
the YMLs spoke fairly candidly about his weakness in the training area. He
admitted he has not done much lately with helping adult leaders with skills
training. In terms of a plan for training, his answer was, "It is on and off."
Principle Importance scores, on the other hand, show a consistent level of
agreement with all principles. Each principle had a mean score of 4.16 or higher.
The respondents agree that each of the five principles is important to them, with
the Leadership principle scoring nearer to strongly agree. The interview data
focused mostly on the presence of each principle not its importance. A general
feeling of enthusiasm was detected regarding each principle, but no concrete
responses directly addressed the issue.
Table 3 displays the mean score for each principle ranked in order of
highest to lowest score. The ranked mean scores display the strength of the
Leadership principle. The score of Leadership Importance is .32 higher than the
next principle score. Further tests indicated that the leadership principle is
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significantly more important to the volunteers than the other principles. The
Reward principle ranks second in terms of importance to the volunteers with the
Vision, Training and Team principles following.
The Leadership principle also scored first in presence at .49 higher than
any other presence score. Further tests showed that the volunteers consider the
Leadership principle significantly more present than the other principles. Again,
the Reward principle scored second in presence with a mean of 4.02. The mean
scores of 3.76 for Vision Presence and 3.59 for Training Presence may show
possible uncertainty about agreement on these principles.
Table 3
Principles Ranked by Mean Scores
Principle Mean Score
Leadership - Importance 4.62
Leadership - Presence 4.51
Reward -- Importance 4.30
Vision - Importance 4.26
Training - Importance 4.18
Team - Importance 4.16
Reward - Presence 4.02
Team - Presence 3.93
Vision - Presence 3.76
Training - Presence 3.59
Gender. Length of Service, and Age
Three dependent variables-gender, length of volunteer service, and age-
were studied to see if any significant differences existed between them regarding
the presence or importance of the principles. In terms of length of service, the
respondents were asked how long they had volunteered in the youth ministry.
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They were asked to choose between two possible responses: zero to eighteen
months or nineteen or more months. All those responding zero to eighteen
months were categorized as short-term volunteers, while all those answering
nineteen or more months were considered long-term volunteers. The responses
to age were also grouped into two categories. Generation X, born between 1965
and 1981, and the Boomer generation, born between 1946 and 1964.
Utilizing an independent groups design, the t test was calculated to
compare the means of the two groups on each of the principles and to test the
null hypothesis that the means in the population were equal. In each case the p
value for significance was set at p < .05.
Gender and Length of Service
No significant difference was found with any of the principles in regard to
gender or length of service. No p value could disprove the hypothesis that the
means were equal.
^
Age: Generation X and The Boomer Generation
The age variable did, however, produce a significant difference on the
importance of the Reward principle. When Generation X (sixty respondents)
was compared with the Boomer generation (forty-four respondents) in regard to
Reward Importance, the t score was calculated at 2.05, which produced a p
value of .04, thus disproving the null hypothesis that the two means were equal.
The Boomer Generation, with a mean of 4.16, scored a significantly lower
agreement score on reward importance than did Generation X with a mean of
^ See Tables 6 and 7 in Appendix I for complete data.
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4.44. Table 4 presents the means, standard deviations and p scores of the age
variable on each principle.
With mean scores of 4.16 and 4.44, both Generation X and the Boomer
Generation apparently consider the reward principle important. The data
suggest, however, that Generation X is significantly stronger in agreement in
regard to its importance than the Boomer Generation.
Table 4
Principles by Age
Mean, Standard Deviation, p score
Principle Generation X Boomer
Mean Std Dev Mean Std Dev p two-tail
Vision - Presence 3.76 1.14 3.73 1.30 .91
Leader - Presence 4.57 .60 4.47 .69 .43
Team - Presence 4.02 1.07 3.80 1.09 .31
Reward - Presence 4.08 .94 3.99 .94 .63
Training - Presence 3.66 1.22 3.53 1.23 .59
Vision - Importance 4.25 .92 4.26 .95 .98
Leader - Importance 4.67 .56 4.58 .60 .43
Team - Importance 4.29 .91 4.00 .94 .12
Reward - Importance 4.44 .65 4.16 .74 .04
Training - Importance 4.33 .80 4.02 .90 .07
The interview data did not reveal insights pertinent to this discussion.
Generation X and Boomer respondents spoke openly about positive inner
feelings of reward received from working in youth ministry.
While the t-test did not reveal a significant difference in means of
Generation X and the Boomer Generation in regard to Training Importance, a
near significant difference was discovered. In both cases, with scored of 4.33 for
Generation X and 4.02 for the Boomer Generation, agreement with the
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importance of the principle is clear. However, a p value of .07 shows a difference
exists between how strongly the two generations feel about training. Generation
X appears to feel stronger about the importance of this principle than the Boomer
Generation.
Research Question One: The Vision Principle
The respondents were in stronger agreement about the importance of
vision than they were about its presence in the ministries in which they serve.
The mean for Vision Presence was 3.76 as compared to the mean for Vision
Importance at 4.26, with a mean difference of .50.^ A significant difference was
discovered between principle presence and importance with a t-test resulting in p
<.001 . The volunteers feel stronger about he importance of vision than they do
about its presence in the ministries they serve.
When asked in item 1 if the church encourages people to take an active
ministry role in the life of the church, a mean score of 4.83 reveals strong
agreement among the volunteers."^ If taken alone, this response indicates a
strong vision presence score. When asked if the volunteers agreed with the
importance of this statement, again a 4.83 mean score suggested strong
agreement. When asked on item 6 if expectation of involvement in the church
was made clear to them when joining the church, a 4.09 mean score for
presence and 4.26 score for importance shows agreement in both areas. While
the mean scores decrease with this statement as compared to statement 1 ,
positive agreement with the principle presence and importance still seems likely.
^ See Table 2 on page 65 for all data related to principle means.
See Table 5 in Appendix H for complete data.
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Interview data supports both of these statements. In each church,
volunteers were emphatic about he fact that a vision statement was clearly
communicated to them at the outset of joining the church and again when
considering working with the youth ministry. One of them stated, "Everyone
know the vision, and it is a given that people should get involved somewhere."
The data suggest that the difference between presence and importance
can be found in items 1 1 and 16. Item 11 reads, "most people in our church are
not involved in volunteer ministry in our church." The mean score for this
statement is 2.81. While the volunteers do agree in statement 1 that the vision of
volunteer involvement is clearly cast, they appear to disagree that it is being lived
out in the everyday life of their respective churches. In other words, while the
volunteers may be convinced that the vision is clearly communicated, they are
less certain about its active role in the church's resulting ministry. When asked
in statement 16 if they agree that most people in the church believe they have a
significant ministry in the life of the church, similar uncertainty on the part of the
volunteers is revealed. A mean score of 3.31 seems to reveal a lack of
agreement among the volunteers. The data on this item may suggest the
volunteers are not confident that the vision casting process is resulting in positive
action.
When asked about the importance of items 1 1 and 16, the mean scores
rise to 3.84 and 4.07 respectively indicating agreement. While the volunteers
were unsure whether the vision resulted in action, they did agree that it is
important that it does.
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While interview data did not reveal any further insights regarding the
significant gap between presence and importance on vision, I was struck by the
fact that leaders and volunteers from each group offered specific statements
about the ease of recruitment for youth ministry work. According to the
statements, volunteers are no longer recruited by the YML. In each of these
groups, volunteers recruit others in the natural course of church involvement.
Apparently, volunteers in these ministries have caught the vision and through the
natural course of sharing that vision, they are attracting other volunteers to work
in the ministry.
Research Question Two: The Leader Principle
The Leadership Principle scored the strongest in agreement of all the
principles. With a principle presence mean of 4.51 and a principle importance
mean of 4.62, the data suggest not only agreement but strong agreement. When
the items are analyzed individually similar results emerge. No item had a mean
score less than 4.41. The item receiving the strongest agreement score, only
slightly higher than the others, was item 7. Item 7 states that the youth ministry
leader's passion for youth ministry is contagious. With a mean score of 4.71 on
importance and 4.69 on presence, a conclusion of strong agreement can be
stated. When volunteers spoke about their YMLs, passion for God and students
was almost always mentioned.
Statement 12, the youth ministry leader's relationship with Jesus is a
model for me in my walk with Jesus, received the lowest Leader principle score
at 4.41 . However, this score still suggests strong agreement on this item.
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Clearly volunteers agree that the Leadership principle is happening in the
youth ministries where they serve. They also strongly agree with its importance
to them as volunteers. The data may indicate that the other four principles, as
well as the entire volunteer ministry, may depend on the success of the
Leadership principle.
Research Question Three: The Team Principle
The Team principle scored the lowest in overall importance with a mean of
4.16. Though these numbers are lower than the scores received by the other
principles, they suggest overall agreement with the importance of the principle.
In fact, analysis shows that item 18, which reads, "As a volunteer in the youth
ministry, I am expected to do more than my share," scored a mean of 3.48 which
is .71 lower than any other team importance score and the difference is
significant. If this item is taken out of the mix, the mean for team importance
rises to 4.37. While the volunteers are unsure about the importance of being
asked to do more than their share, they seem to strongly agree with the other
aspects of the Team principle.
A mean score of 3.93 places team presence in the middle of the other
principles. The volunteers appear to agree the Team principle is present but not
to the degree of Leadership or Reward.
When asked in item 3 if they agree that building an adult volunteer
leadership team is a priority in the youth ministry of this church, a mean score of
4.51 reveals strong agreement. The strength of this response indicates a strong
team presence, at least in terms of its priority within the youth ministry. In terms
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of the importance of the above statement, a mean of 4.64 also shows strong
agreement. Not only do the volunteers strongly agree that team building is a
priority in the churches where they serve, they agree even stronger that it should
be.
Regarding the presence of item 18, a 3.33 mean suggests no strong
agreement or disagreement as to whether they are asked to do more than their
share. The theory behind item 18 was that in an effective team effort, no
volunteers would be required to do more than their share. But when compared
with the 3.48 mean score for importance on this item, the volunteers seem to
have no strong opinion on this matter either in terms of presence or importance.
Taken with question one, the data seem to suggest that while the volunteers feel
team building is present in the ministries in which they serve and is important to
them, the issue of doing more than their share is not important. These results
may suggest that volunteers in an effective team are not concerned about doing
more than their share.
Research Question Four: The Inner Rewards and
Personal Growth Principle
The Reward principle scored second highest in agreement compared to
the other principles. Reward Presence had a mean score of 4.02 and Reward
Importance scored 4.30. While presence scores significantly lower than
importance with p <,03, the data indicate an overall agreement response on both.
The reason for the significant difference in presence and importance may
be found in items 9 and 14. Item 9 states, "The youth ministry of this church
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pays regular attention to helping me grow spiritually." A mean score of 3.83 in
regard to presence of this item falls well short of the 4.29 mean score for its
importance. Item 14, "The church or youth ministry sponsors retreats, Bible
Studies or specific outings designed to help me grow in my personal life", scored
similar means to item 9. On this item, a mean score of 3.79 shows somewhat
agreement that personal growth experiences are happening while a score of 4.27
shows definite agreement that they are important. As with item 9, these scores
suggest the volunteers are stronger in their agreement about the importance of
item 14 than they are about its presence in the ministry.
Interview data reveal volunteers have a good feeling about receiving
intangible rewards from working with the youth ministry, but they are less positive
about specific ways in which the youth ministry is seeking to address their
personal needs. One volunteer confided, "Definitely, there is room for enhancing
this principle. I think they are working at this. Maybe they need to be focusing
on it."
From the YMLs standpoint, they had a difficult time giving specifics
regarding ways they are meeting volunteer needs. It seemed that the largeness
of the ministry task and the busyness of volunteers made the YMLs feel
inadequate about finding the time necessary to meet personal needs of
volunteers. One leader confided:
I'm not sure if volunteers are getting inner rewards met. I think we are
evolving in this area. We tried something a while back where we told
them If they have a problem, they could come to us and talk about it. The
problem was people time is limited. The church itself is probably involved
in this area. Hopefully they have their own discipleship groups. It was
easier to do when the group was five or ten people. Now we have thirty
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volunteers in middle school and forty in high school. It has been a
challenge as the group has gotten bigger.
The data suggest volunteers feel strongly that the youth ministry should
pay regular attention to helping them grow personally and spiritually; however,
they do not feel as strongly that the youth ministry is doing it. The interview data
indicate leaders may share the same view.
Research Question Five: The Training Principle
In regard to training, the respondents agreed more strongly about the
importance of training than about its presence in the ministries in which they
serve. The mean for Training Presence was 3.59 as compared to the mean for
Training Importance at 4.18. The mean difference of .59 is the largest of the five
principles. The t score of 4.11 with the ^ < 001 shows the most significant
difference of all the principles in terms of presence and importance. This
difference suggests the volunteers' strength of agreement with the importance of
training is significantly higher than their agreement about its presence in the
ministry.
The data indicate that the lower score in Training Presence is mostly due
to item 5. Item 5 states, "I was not required to participate in a training course
before I was allowed to work with youth in this church. The mean score for this
statement of 2.44 indicates respondents do not agree pre-youth ministry training
exists. If this statement is taken out of the equation, the Training Presence score
rises to 3.98 indicating other types of training are present, just not pre-service
training. The individual church scores were analyzed to see if one church's pre-
youth ministry training course score significantly affected the other scores. The
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data showed that all churches scored relatively low on this item with no church
scoring low enough to affect the overall score.
In regard to whether the volunteers agree with the importance of item 5,
the score rises significantly. A mean score of 3.70 indicates volunteers are
significantly stronger in their agreement that pre-youth ministry training is
important.
Two other items contribute to the difference between Training Presence
and Training Importance. Item 10 states, "Training opportunities are provided on
a regular basis for me as I carry out my volunteer ministry." On this item, a 3.96
mean score on presence and a 4.31 score on importance results in a significant
difference. The difference suggests the volunteers feel stronger about the
importance of ongoing training than they do about its presence in the ministry.
Item 15, referring to how effective the training is in building confidence to
work with youth, shows similar results to item 10. A mean score of 4.21 shows
respondents agree with its importance while a mean of 3.82 reveals significantly
less agreement with its presence in the ministry. The difference indicates
volunteers strongly agree with the importance of training resulting in greater
confidence, but do not feel as strongly that it is actually happening in the
ministries they serve.
Interview data already mentioned in the above discussion of summary
data reveal a lack of certainty regarding the presence of training both from the
view of volunteers and YMLs. One of the concerns of the YMLs is that people
are already busy in a number of other areas in the church. They feel that they
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are already asking a great deal from them; therefore, they do not want to put
more time pressure on volunteers than is necessary. Data reveal, however,
volunteers want more training than they are getting, and YMLs may need to
figure out a way to make it happen.
Summary of Data Analysis
Data analysis of the Lickert scale response questionnaire provided
documentation and answers to the five research questions which coincided with
five principles for nurturing volunteers. The research suggests the respondents
consider all five principles important to them in their volunteer work. They also
agree the principles are mostly present in the youth ministries where they serve,
although training and vision scores were not high enough to make definite
conclusions regarding degree of agreement strength. The Leadership principle
scored significantly higher than any other principle both in presence and
importance, indicating the strength to which the volunteers agree with this
principle. No significant differences were found between gender or length of
volunteer service groups. Age groups, on the other hand, scored significant
differences on the Inner Rewards principle and near significant difference on the
Training principle. Conclusions and implications of the analysis are presented in
Chapter 5.
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CHAPTER 5
Summary of the Five Principles
The question asked in this study was: Do the youth ministry volunteers, in
three churches recognized for having effective youth ministries and located in the
eastern region of the United States of America, consider the five principles for
nurturing volunteers to be present in the ministries where they serve and
important to them in their work? A study of related literature, as well as my own
experience, led to the hypothesis that the volunteers in these youth ministries
would consider the principles both present and important. The data suggest that
all five principles are considered important and to some degree present in the
three churches studied. The degree of presence and importance indicates
certain distinctions among the principles considered in the following discussion.
The Leadership Principle
In every way the data was analyzed, the volunteers scored the Leader
principle highest in both presence and importance. With a mean score of 4.51,
the message seems clear that the volunteers not only believe the specific leaders
in charge of the youth ministries are capable and worthy of being followed, but
they strongly believe it. Again, when looked at from a ranked mean score
analysis, the numbers tell the same story. The mean score for presence of the
Leader principle is the second highest score of all principles behind only the
Leader importance score.
In terms of importance, the Leader principle shows even more convincing
results. If the volunteers display the highest level of agreement for the presence
Moye 82
of the Leader principle in comparison to the other five principles, they are even
stronger about its importance to them. The Leader importance mean score of
4.62 is the highest mean score of any principle, presence or importance.
The data clearly suggest the volunteers are most concerned about the
importance of a leader they can follow. It also indicates that the leaders of these
youth ministries have earned the respect of the volunteer adults who work with
them. While the other four principles may be important, the data reveal no
principle is more evident or important to these volunteers. No item on the
questionnaire designed to test the Leader principle scored a mean lower than
4.41. They agree that the leader's beliefs and actions motivate them in their
ministry with youth, the leader's passion for youth ministry is contagious, and the
leader's relationship with Jesus and with the youth is worthy of modeling. The
lowest mean score for an item testing the importance of the leadership principle
was 4.57 indicating strong agreement.
The strength of agreement on this principle was consistent across age,
length of ministry involvement, and gender lines. No significant differences exist
between the responses of any of these groups on this principle. The volunteers
responded positively to the Leader principle both in their agreement of its
presence and in its importance in their work with youth.
The Leader principle data correlates with two findings in the related
literature. First, the data gathered in this study confirms Wagner's assertion that
a church will not grow unless it is served by a pastor who is a capable leader.
Also in the related literature, Bennis and Nanus maintain the key factor in moving
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an organization from maintenance to mission is effective leadership. In this study,
the three youth ministries were picked because of their proven effectiveness in
youth ministry. It is not surprising that the volunteers of those ministries give high
marks to the youth ministry leaders who guide them. The data confirm a positive
correlation between effective ministry and capable leadership. Further research
is necessary to make a definitive statement, but the data may be inferring that
one of the reasons the youth ministries are effective is they are being led by
capable people with positive leadership skills.
Second, the high scores of agreement on the presence of positive
leadership modeling confirms Robbin's findings that the leader's ability to model
the qualities necessary for good youth work is key to youth ministry
effectiveness. Strong leaders will flesh out their faith with the people they are
called to lead. The volunteers in this study are convinced that these youth
ministries are led by people who model faith and model good relational skills with
youth while inspiring others to follow them as they follow Christ.
While the data confirm a correlation between effective ministry and
capable leadership, they do not provide sufficient evidence, except in a general
sense, to determine what qualities make for good leadership in a ministry setting.
In the Leadership section of the related literature, a number of qualities for
effective leadership are suggested. The data collected in this research indicate
motivation and modeling, especially in the areas of faith and relationship building,
were happening and important, but it did not test for any specific leadership
qualities of motivation or modeling.
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The Inner Rewards and Personal Growth Principle
The Inner Rewards principle appears to be the second strongest principle
in terms of agreement from the volunteers. A mean score of 4.30 for the
importance of the Inner Rewards principle and a 4.02 mean score for its
presence places it in the definite agree range in both respects. While this
principle is not as important or present as the leader principle, it is definitely
valued by the volunteers.
According to the data, the volunteers agree most with the statement, "I
feel loved, cared for and appreciated in my volunteer work with youth at this
church." They highly agree with this statement and highly value it in terms of its
importance to them. The youth ministries did not score as high when the
volunteers were asked to agree with statements regarding intentional spiritual
and personal growth opportunities provided by the youth ministry. The findings
suggest that while the youth ministries are finding general ways to help the
volunteers feel loved, cared for, and appreciated, the ministries may not be as
proactive about providing specific opportunities to help the volunteers to grow
personally or spiritually.
Would the volunteers like it if the youth ministries paid regular attention to
helping them grow spiritually and personally? The volunteers strongly agree.
They also agree that it is important to them that the church or youth ministry offer
retreats, Bible studies, or specific outings designed to help them grow in their
personal life. The difference between presence and importance in both of these
statements reveals a significant gap between what is actually happening and
Moye 85
what the volunteers want to happen. The data on these two statements may
reveal a need for more proactive attention by the youth ministries to meet
personal and spiritual needs among the volunteers.
The Inner Rewards principle data correlates with the related literature in a
number of areas. First, the data agree with the authors discussed in Chapter 2
who stressed the need for giving priority attention to meeting volunteers' inner
rewards and personal growth needs. Wilson, along with several others,
emphasized the importance of recognition and appreciation as well as issues
related to spiritual and personal growth. Roehlkepartain found people are more
likely to volunteer if certain motivations are met. The high scores on importance
confirm volunteers' desire for the youth ministry to pay regular attention to
meeting spiritual and personal needs. Whether meeting those needs will result in
the volunteers staying longer in youth ministry will take another study to
determine. However, these data do reveal the volunteers need someone in the
youth ministry to be proactive about meeting their personal and spiritual growth
needs.
The data also correlate with Borthwick's findings in one specific area of
inner reward and personal growth needs that must be addressed to increase the
longevity of a youth worker's volunteer service. The need to give the youth
worker opportunities to grow beyond the youth ministry was confirmed. The
volunteers strongly agree it is important for the youth ministry to provide outings
aimed at helping the volunteers grow personally.
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D'Braunstein and Ebersole found the primary motivation of the volunteers
in their study to be growth, not service. Though this study does not test the
service value and therefore cannot confirm their exact finding, data do show the
growth value to be significantly high with these volunteers. Whether it is the
primary motive, another study is needed to determine, but this study does
suggest it may be one of the primary values.
This study does not seek to determine which inner rewards and personal
growth needs are highest among the volunteers. Neither does it address how
the youth ministries could improve on their ability to meet those needs. It simply
suggests the need for addressing volunteers' inner rewards and personal growth
issues.
The Vision Principle
Data suggest the volunteers agree with the importance of the vision
principle. A mean score of 4.26 indicates the volunteers believe vision is a
necessary component of a healthy youth ministry. Regarding the presence of
vision in the participating youth ministries, the volunteers are not as convinced.
With a mean score for vision presence at 3.76, the volunteers rank the presence
of vision significantly below its importance. The mean score for presence of
vision makes it difficult to conclude how strongly they feel about it as a group.
Also the significant gap between the volunteers' feeling of vision importance and
their opinion regarding its presence may suggest a possible weakness in the
vision process of the participating youth ministries.
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The data does, in fact, suggest one possible weakness in the vision
process. When asked if the vision of the church encourages laity to take an
active ministry role in the life of the church, a mean score of 4.83 reveals strong
volunteer agreement. Nothing seems to be wrong with the vision casting aspect
of the three participating churches. People know what the church wants them to
do. However, when statements are made regarding the fleshing out of that vision
in actual ministry involvement, the degree of agreement drops sharply. A mean
score of 2.81 reveals volunteer uncertainty regarding the statement, "Most
people in our church are not involved in volunteer ministry in our church."
Volunteers are not able to maintain that the vision of encouraging the laity to
involve themselves in the church has translated into a majority of the people
doing so. Similarly, when asked if they agree with the statement, "Most people in
this church believe they have a significant ministry in the life of the church,"
volunteer uncertainty is again revealed.
The data seem to suggest that while the volunteers believe a clear vision
of involvement is being communicated, they are unclear as to whether it is
manifesting itself in the life of the church. They are not uncertain, however,
regarding the importance of the communicated vision resulting in increased lay
involvement. When asked if it is important for most people to be involved in the
ministry of the church or for most to believe they have a significant ministry in the
life of the Church, they agree.
Volunteers believe vision is important. That conclusion can be made with
reasonable confidence. Do the volunteers believe vision is present? They are
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significantly less convinced. One conclusion that can be drawn is the volunteers
are not as satisfied with the presence of vision as they are with its importance.
The data do not provide sufficient evidence to determine how well the
participating churches are doing in regard to moving the vision from
communication to action. The volunteers believe the vision is clearly
communicated, and they show uncertainty as to its fulfillment in terms of
volunteer involvement in the life of the church. However, in order to evaluate
whether or not a church is successful at involving members in ministry, it may be
necessary to compare the rate of involvement with data from a larger number of
churches.
The Vision principle findings confirm the related literature in terms of the
importance of vision. A number of authors reviewed in Chapter 2 stress the
importance of a clearly communicated vision of volunteer involvement. The
volunteers in this study agree with the importance of vision. In regard to the
claim that volunteers will more likely involve themselves in a ministry with a
clearly communicated vision, no evidence was found. The data do not disagree
with the above assertion; however, they do not confirm it either.
Data collected on this principle were not designed to determine to what
degree vision motivates the volunteer to get involved. Much of the literature
maintains a strong correlation between clear vision and volunteer motivation. No
questions regarding vision and motivation were asked.
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The Training Principle
With a mean score of 4.18, volunteers confirm the importance of the
Training principle. They agree with the necessity of consistent training that
results in more confidence for working with youth. They are not as sure about
the presence of the Training principle in the youth ministries where they
volunteer. A mean score of 3.59 for the presence of the Training principle falls
significantly short of the agreement scores for Training importance. The data
may indicate that some volunteers have not benefited from one or more aspects
of the training process. Also the significant gap between the volunteers' feeling
of training importance and their opinion about its presence may indicate a need
for improvement in the training process.
When the Training principle is analyzed by item, one statement in
particular seems to answer a number of questions regarding the scores on
Training presence and the gap between Training presence and importance. The
item states, "I was not required to participate in a training course before I was
allowed to work with youth in this church." A mean score of 2.41 seems to
indicate volunteers agree with that statement. If the figures regarding this item
are taken out of the data analysis, the volunteers' agreement with the presence
of training goes up significantly. The fact that so many volunteers do not feel
pre-youth ministry training is occurring largely explains the lower presence of
training scores.
When the same pre-youth ministry training is analyzed from the standpoint
of its importance, the scores for volunteer agreement rise significantly. The
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significant increase from presence of pre-youth ministry training to its importance
suggests that a significant number of volunteers, who did not receive pre-youth
ministry training, believe they would have benefited from it.
Data from the Training principle correlate with Training principle literature
in the general sense of its importance. The volunteers' agreement with the
importance of training confirms the assertions by the authors in Chapter 2 that it
is vital for volunteers to receive training in the field in which they are asked to
participate. In a specific sense, the data also confirm Wilson's findings that a
commitment to ongoing training and resourcing is necessary because as
volunteers practice their ministry, new questions arise and new skills are needed.
No attempt was made in this study to determine what types of training are
most needed. Though questions were asked about pre-youth ministry training
and ongoing training in general, specific training topics or skills were not included
in the data collection instrument.
The Team Principle
As was the case with the other four principles, the respondents agree with
the importance of the Team principle. With a mean score of 4.16, the data
suggest volunteers believe team building within the volunteer group should be a
priority. They also agree that team building is happening. A 3.93 mean score
indicates the volunteers are mostly in agreement with Team presence.
When asked if they believe building an adult volunteer team is a priority in
the youth ministry at their church (item 3), they strongly agree with both its
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presence and important. The fact that this item scored a mean of 4.64 confirms
the importance of the overall Team principle.
One item in the Team principle group of statements scored significantly
lower than the other three both in presence and importance. Item 18, which
states, "As a volunteer in the youth ministry, I am expected to do more than my
share," scored a mean of 3.33. Volunteers show no strong agreement or
disagreement as to whether they are asked to do more than their share.
When asked if they consider it important whether or not they are asked to
do more than their share, again a mean score of 3.48 reveals no pattern of
agreement or disagreement. The theory behind item 18 is that in an effective
team effort no volunteers would be required to do more than their share. The
data do not necessarily support that theory. No clear pattern of agreement with
this concept is found. In fact, in terms of an overall response, they do not seem
to care whether they are asked to do more than their share. Taken with the
strong response from item 3, data seem to suggest that while the volunteers feel
team building is present in the ministries in which they serve and is important to
them, the issue of doing more than their share is not important. These results
may suggest that volunteers in an effective team are not concerned about doing
more than their share.
The importance of the Team principle is evident in the works reviewed in
the related literature on the Team principle. By expressing their agreement with
the importance of the Team principle, the volunteers in this study confirm the
findings in the related literature. However, data from this study do not confirm
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the findings of Mergenhagen who discovered a strong correlation between
willingness to volunteer and the need for the volunteer to be assured that the
task being committed to is not too great. Mergenhagen maintains volunteers are
less willing to commit to a multitask environment. Behind this finding is the idea
that volunteers are busy people, and therefore only willing to commit to short-
term, one task jobs. Only 50 percent of the volunteers in this study show
concern for being asked to do more than their share. While this does not
specifically address the multitask issue, it does suggest these volunteers indicate
no strong pattern of agreement or disagreement on the issue of extra work.
Whether these volunteers are concerned about multitask jobs we do not know,
but we do know half of them show no concern about the amount of work they are
being asked to do in comparison to others. As stated earlier, these findings may
be explained by the possibility they are working in a team atmosphere and have
an inner sense that others are doing their part. Another explanation may be that
these churches provide enough staff that the volunteer jobs are manageable.
The primary contribution of this study of the five principles for nurturing
volunteers for youth ministry to current literature on volunteerism and youth
ministry is that it provides data from the perspective of the volunteers in a youth
ministry setting. As noted earlier, most of the youth ministry literature is written
from the perspective of a seasoned veteran in youth ministry. The veteran
shares the necessary qualities of working with volunteers. The data from this
study tells the story from the volunteers' perspective. It confirms that the
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volunteers themselves agree with the importance of these five principles. The
ideas behind these principles matter to them.
Second, data regarding the Leadership principle reveal the strength of
agreement volunteers have for capable leadership. A number of studies
maintain the importance of strong, gifted leadership. This study presents data
showing the importance placed on leadership by youth volunteers themselves.
Volunteers strongly agree with the importance of good leadership. More than
any other principle, they feel the need for leaders who are walking with God, are
able to model excellent youth ministry, and can motivate them to do the same.
Theological Reflections on the Five Principles
One of the theological foundations behind the five principles for nurturing
volunteers is a commitment to renewal of the ministry of the laity. Scripture
teaches that every one who decides to follow Christ is called to commit to join
him in ministry. Included in Jesus' first call to the disciples to "follow Me" was the
statement, "and I will make you fishers of men" (Matthew 4:19). Understanding
Jesus' intention to involve others in ministry, Peter refers to Christ's followers as
"a priesthood of believers."
Unfortunately, despite teaching from the apostles as well as other church
leaders, the Church has shown a tendency to forget God's plan for effective
ministry. Too often lay people seem eager to hide from their responsibility for
ministry and pay someone else to do it for them. For a number of reasons,
pastors, on the other hand, have been too quick to accept the job of the only one
in town who can do "real ministry the way God intended it to be done." Both of
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these models ignore God's heart for gifting each of his saints with "power from on
high" (Luke 24:49).
Wilson, in her book. How to Mobilize Church Volunteers, challenges the
Church to develop a theology of involvement. This theology has at its heart the
ministry of all believers. It goes further, however, to include such biblical
concepts as community, spiritual giftedness, and servant leadership. Each of the
five principles is rooted in deep sense of the need for the body of Christ to rethink
its understanding of Christian involvement.
Each of the five principles is founded in a biblical and theological view of
volunteerism. Vision, leadership, team, inner rewards and personal growth, and
training find their deepest forms in a biblical, spiritual, and theological framework.
A vision of the importance of lay involvement is well established in biblical and
theological writings. Martin Luther and John Wesley founded their ministries and,
ultimately, movements on lay involvement in ministry. Leadership, besides being
one of the spiritual gifts listed in Romans 12, is one of the most established of the
principles theologically and biblically. From Noah, Abraham, Moses, and David
to the apostles and hundreds of years of godly church leaders, God has chosen
to work through surrendered servant leaders.
Team is rooted in community and body life. Despite our contemporary
emphasis on self and individualism, God has always worked and lived in the
heart of community. The Israelites were children and members of God's family,
the apostles were Jesus close-knit community of friends, and the Church is the
body of Christ, each member dependent on the other. The inner rewards and
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personal growth principle is founded in a theology of creation. Humans were
created with certain needs for relationships, identity, life meaning, physical,
mental, and spiritual growth, appreciation, and love. Those working with
volunteers must accept and work with the fact that volunteers are human. The
command to "love your neighbor as yourself means taking seriously the needs
of our fellow human beings. Training in righteousness and in ministry skills is
found throughout scripture. Jesus' own model for ministry preparation with the
disciples involved significant time in training for future ministry after he was gone.
According to Paul in Ephesians 4: 11 -13,
It was He who gave some to be apostles, some to be prophets,
some to be evangelists, and some to be pastors and teachers, [12]
to prepare God's people for works of service, so that the body of
Christ may be built up [13] until we all reach unity in the faith and in
the knowledge of the Son of God and become mature, attaining to
the whole measure of the fullness of Christ.
The Church will be built up, reach unity in the faith, and become mature only
when God's people are prepared for works of service. The five principles for
nurturing volunteers for long-term youth ministry are grounded in the priority of
preparing God's people for works of service.
The Age Difference
In order to explore the five principles with greater depth, three dependent
variables were studied: gender, length of ministry involvement, and age. The first
two variables showed no significant differences between the groups studied. The
age variable, however did reveal a significant difference in one principle, and a
near significant difference in two others.
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The two age groups, Generation X (born 1965 to 1980) and the Boomer
Generation (born 1945 to 1964) were tested for significant differences regarding
opinions about the five principles. Data reveal Generation X respondents
consider the Inner Rewards principle significantly more important than do the
Boomer respondents. Generation X respondents appear significantly more
interested in Inner Rewards issues than the Boomers.
The t-test for the training principle showed a near significant difference
between the two age groups. Generation X scored the Training principle higher
in importance than did the Boomer Generation.
In their book, Inside the Soul of a New Generation. Tim Ceiek and Dieter
Zander offer insights into the differences between the two age groups. According
to CeIek and Zander, "Busters (reference to Generation X) are the prodigal sons
and daughter weaned on a diet of hopeless nihilism that has left them peculiarly
empty and hungry" (16). They go on in the book to describe the Busters as a
generation searching for personal and spiritual answers to questions of
brokenness and despair. Because of the breakdown of the family and trust, they
seek friendship and family among the groups they join. They, in large part,
question the idea that money brings happiness, therefore, they seem more
interested in satisfaction in their work than money. While they are not as likely to
learn through logical, point-by-point teaching, they are eager to learn through
relational methods.
In the above age differences on Inner Rewards and Training, the issue is
not agreement but strength of agreement. Both generations agree with these
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three principles, but Generation X scored significantly higher in strength of
agreement. This research seems to confirm CeIek and Zander's findings. These
Generation X respondents feel stronger about the need for the ministry to offer
personal and spiritual growth opportunities. They feel a need to grow. Their
Inner Rewards scores may also be linked to their need to belong. They seem
more interested in the need for training. They want to learn.
Implications for Nurturing Volunteers
for Youth Ministry
Based on the research, four primary implications emerge which inform the
nurturing of yolunteers for long-term youth ministry. Churches that desire to
nurture volunteers for long-term youth ministry should: (1) begin by finding or
developing a leader who is capable of motivating volunteers primarily through
modeling a credible personal faith walk with God and a contagious love for
middle and high school students; (2) continually cast the vision of lay involvement
and seek creative ways to increase that involvement in the ministry life of the
church; (3) take the volunteers' personal and spiritual needs seriously and work
proactively to help them meet some of those needs within the context of the
volunteer team, and (4) offer early and ongoing training to help volunteers
develop the skills necessary to work confidently with the students in the church
and community.
Begin with the Leader
Churches that want to nurture volunteers for long-term, viable ministry with
middle and high school students should begin by finding or developing a capable
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leader. According to the research from the volunteers in this study, no youth
ministry characteristic compares in importance to the principle of godly,
competent leadership. Leaders who model a faithful walk with Christ and a
viable relationship with students motivate volunteers to do the same. In these
effective youth ministries, the volunteers highly agree that the leader's passion
for youth ministry is contagious, the leader's beliefs and actions motivate them in
their ministry, and the leader's relationship with youth is a model for them in their
relationship with youth. They also strongly agree that the leader's relationship
with Jesus is a model for them in their own walk with Christ. These volunteers
believe they are following capable leaders and it is important to them that they
do. Churches that want to nurture volunteers must first put in place a leader who
is capable of doing it. In fact, data seem to indicate that the other four principles,
as well as the life of the entire volunteer ministry, may depend on the leadership
principle.
What do these findings say to the youth ministry leaders wanting to
nurture adult volunteers for long-term youth ministry? It all begins with you. If
your desire is to help your volunteers grow in their relationship with Christ,
deepen your own walk. If you want to see them become more effective in
relationship building with youth, improve your own skills and let them experience
you as you love students. Are you trying to get them to become more passionate
about their own ministry? You must become more passionate in yours. The
apostle Paul told the Corinthian Church, "Be imitators of me, just I also am of
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Christ." According to the data in this research, Paul's leadership principle still
holds true today.
Cast the Vision and Increase Involvement
Churches that desire to nurture volunteers for youth ministry should
constantly communicate the vision of lay involvement and diligently seek creative
ways to increase that involvement in the ministry life of the church. The
volunteers in this study want the vision of lay involvement communicated prior to
new membership commitment and throughout the life of the church.
Volunteers also agree, however, that successful vision casting should
involve more than just communication. They believe it is important that the vision
of lay involvement results in actual ministry involvement and positive feelings
among the laity that they have a significant role in the life of the Church. These
findings indicate leaders need to strengthen the implementation process of the
vision. Data suggest these volunteers want to work in churches where lay
involvement is valued and happening. Data also indicate churches that seek to
nurture volunteers will be churches with lay involvement at the heart of its vision
and its ministry life.
Proactively Address Spiritual and Personal Needs
Churches that desire to nurture volunteers for youth ministry should seek
ways to become more effective at understanding and meeting the personal and
spiritual needs of volunteers who work with them. If the church wants to nurture
volunteers for youth ministry, the data suggest it should take care of the
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volunteers who serve it providing them with means of growing personally and
spiritually.
The response to this principle implies that volunteers feel the need for the
sponsoring ministries to love, care for, and appreciate them. They need to grow
spiritually and personally, and they want the church or youth ministry to help.
The volunteers also recognize that working in the youth ministry meets certain
needs met nowhere else in their lives. Do they expect that to happen? They
might. Further study is needed to determine if they do. The data do suggest,
however that these volunteers want the ministries they serve to look for ways to
help them meet some needs they bring to the volunteer work they do.
Churches would also do well to pay attention to the fact that the
Generation X respondents feel more strongly about the inner rewards and
personal growth principle than do the Boomer Generation respondents. Both
groups agree with the importance of this principle, but Generation X seems to
feel significantly stronger about it. Data seem to suggest that churches should
work even more diligently in this area with younger volunteers than with older
ones.
Develop Earlv and Ongoing Training
Churches that desire to nurture volunteers for youth ministry should
become intentional abut pre-ministry and ongoing training programs that will help
the volunteers develop skills necessary to work confidently with the students in
the church and community. The volunteers in this study want to be trained to do
the work with youth they feel called to do. It is important that the church provide
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training opportunities on a regular basis in order to increase their confidence
level for working with youth. It is also important for the church to provide
adequate resources to equip them to carry out their work? On the issue of pre-
ministry training, data seem to suggest that a significant number of volunteers
who want pre-ministry are not getting it. If data do not mandate churches to
require pre-ministry training, they certainly encourage them to offer it.
Again, both Boomer and Generation X respondents agree with the
importance of training, but the younger respondents feel stronger about the
issue. If the church wants to encourage younger adults to stay longer and
remain energized for ministry, more intentional training efforts may be a way to
help them do so.
Additional Issues and Questions
This research has reported a number of findings related to nurturing
volunteers for youth ministry; however, it is not exhaustive and gives rise to a
number of additional issues that might be addressed in further studies. First,
further exploration is needed to more fully understand the impact of each
principle on the nurturing of youth ministry volunteers for long-term youth
ministry. This study was intended as an initial exploratory study to determine to
what degree youth ministry volunteers consider each of the five principles
present in the ministries where they serve and important to them in their work.
The five principles were observed in a general sense of presence and
importance. Further studies are needed to investigate each principle in greater
depth.
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Questions emerge related to each principle such as:
1. Leadership Principle:
What qualities of leadership do the volunteers find most helpful in
nurturing them? Are certain leadership styles more conducive to nurturing
volunteers than others? Are there differences in the way genders or age
groups view leadership?
2. Inner Rewards and Personal Growth Principle:
What are the key spiritual and personal growth needs of youth ministry
volunteers? How can youth ministries seek to meet those needs? Are
there differences in the way genders or age groups view this principle?
3. Vision Principle:
How does a church most effectively translate a communicated vision of lay
involvement into an increased level of lay involvement? Are there
differences in the way genders or age groups view this principle?
4. Training Principle:
What kinds of training do the volunteers find most helpful? What subjects
do they consider important? Are there differences in the way genders or
age groups view this principle?
5. Team Principle:
What makes a good team? How does a youth ministry most effectively
build a good volunteer team? Is the team issue related to personal issues
or ministry related issues? Are there differences in the way genders or
age groups view this principle?
A second area of future inquiry is the influence of the five principles on
longevity of ministry. Because this research was conducted as a one-time cross
sectional study, it was impossible to determine whether or not an intentional
effort by a participating youth ministry to put the five principles into practice
results in increased longevity in ministry for volunteer adults. A longitudinal study
designed to follow the youth ministry over a number of years might be helpful to
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determine the effectiveness of the five principles on volunteer longevity in youth
ministry.
The additional issues identified in this section do not exhaust the
possibilities for further research and inquiry. Rather, this section was designed to
highlight a few of the key areas that need more concentrated investigation. This
research offers initial exploration into the nurturing of volunteers for long-term
youth ministry form which others can investigate in greater depth.
Nurturing Volunteers is Essential
If the Church desires to reach the next generation of leaders for Christ, it
must take seriously the need for solid and effective youth ministries that are
equipped and able to reach today's middle and high school students. In order to
reach those students, youth ministries must nurture adult volunteers who are
prepared to build relationships with students and guide them into a personal and
growing relationship with Christ. Students need volunteer adults who understand
them and are willing to spend time with them and get involved with their lives.
They also need the opportunity to see the grace of God coming through the
volunteers' lives in a variety of personalities and spiritual gifts.
In order to nurture volunteers; however, youth ministries must understand
what volunteers need. A number of seasoned youth workers have undertaken
the job of describing some of those needs. This research presents the issue not
from the youth workers' side but from the volunteers themselves. In this
research, the volunteers' beliefs regarding the presence and importance of five
principles for nurturing volunteers are documented and explained. The five
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principles of vision, leadership, team, inner rewards and personal growth, and
training provide youth workers with data from the volunteers themselves.
Embracing and practicing these five principles will allow youth ministries to
increase effectiveness in nurturing volunteers for youth ministry.
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Appendix A
VOLUNTEER QUESTIONNAIRE
Dear Youth Ministry Volunteer,
Thank you for agreeing to fill out this questionnaire. By answering these questions, you are
contributing to a body of knowledge that will help churches across the world become better at nurturing
their volunteers into vital ministry with Middle and High School students. You were chosen for this task
because the youth ministry in which you volunteer is considered by a panel of experts as one of the
most effective youth ministries in the Eastern region of the United States. The ultimate purpose of this
study is to identify principles for nurturing volunteers for long-term youth ministry.
Directions:
1 . Please fill out the biographical information on page one.
2. Read each statement and circle the answer that most accurately reflects your opinion regarding the
youth ministry in which you currently volunteer. Please note that each statement asks for two
responses.
1 . Accuracy of Statement: Your opinion as to whether this is or was true for you regarding
the youth ministry in which you presently volunteer.
2. Importance to me: Is the concept communicated in this statement important to you.
Strongly agree means it is very important to you. Strongly disagree means it is definitely not
important to you.
Definition of Terms:
YML - Youth Ministry Leader - The person responsible for the overall active leadership of the
youth ministry. In your Church this is probably the Youth Pastor.
Volunteer - The non-paid adults who are actively involved in ministry with Middle and High
School students.
Laity - Members and attenders of the Church who are not paid staff
Personal Life - Includes spiritual, social, physical, and emotional life
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Name of Church
Please check one:
_1. Male
2. Female
Please write in your age.
How long have you been a volunteer In this youth ministry? Please check one:
1. 0-18 months
2. 19 or more months
Have you been involved in youth ministry in other churches? Pleas check one:
_1. Yes
_2. No
If Yes, how long?
For each of the following statements circle the choice that best indicates the
extent of your agreement or disagreement as it describes your personal experience.
SA = Strongly Agree A = Agree
D = Disagree SD = Strongly Disagree
N = Neither Agree nor Disagree
Accuracy of Statement Importance to Me
SA A N D SD 1. The vision of this Church encourages the laity to SA A N D SD
take an active ministry role in the life of the Church.
SA A N D SD 2. The Youth Ministry Leader's beliefs and actions motivate me SA A N D SD
in my ministry with youth.
SA A N D SD 3. Building an adult volunteer leadership team is a priority SA A N D SD
in the youth ministry at this church.
SA A N D SD 4. My volunteer work at the church meets certain personal SA A N D SD
needs that are not met anywhere else in my life.
SA A N D SD 5. I was not required to participate in a training course before I SA A N D SD
was allowed to work with youth in this church.
SA A N D SD 6. When I joined this Church, it was made clear to me that one SA A N D SD
of the primary goals of membership was for me to involve
myself in a ministry of the Church.
SA A N D SD 7. The youth ministry leader's passion for youth ministry is SA A N D SD
contagious.
SA A N D SD 8.1 feel that I am a key member of the volunteer youth ministry SA A N D SD
team.
SA A N D SD 9. The Youth Ministry of this Church pays regular attention to SA A N D SD
helping me grow spiritually.
SA A N D SD 10. Training opportunities are provided on a regular basis for SA A N D SD
me as I carry out my volunteer ministry.
SA A N D SD 11. Most people in our church are not involved in volunteer SA A N D SD
ministry in our church.
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SA A N D SD 12. The youth ministry leader's relationship with Jesus is a SA A N D SD
model for me in my walk with Jesus.
SA A N D SD 13. The support I receive from other volunteers enables me to SA A N D SD
do this ministry more effectively.
SA A N D SD 14. The church or Youth Ministry sponsors retreats, Bible Studies SA A N D SD
or specific outings designed to help me grow in my personal life.
SA A N D SD 15. The training I receive increases my confidence level for SA A N D SD
working with youth.
SA A N D SD 16. Most people in this church believe they have a significant SA A N D SD
ministry in the life of the church.
SA A N D SD 17. The youth ministry leader's relationship with the youth is a SA A N D SD
model for me in my relationship with the youth.
SA A N D SD 18. As a volunteer in the youth ministry, I am expected to do SA A N D SD
more than my share.
SA A N D SD 19. I feel loved, cared for, and appreciated in my volunteer SA A N D SD
work with youth at this Church.
SA A N D SD 20. The church provides adequate resources to equip me to SA A N D SD
carry out my work with youth
After completing the questionnaire, please place it with the other questionnaires in the envelope provided.
Thank you again for taking the time to answer these questions. I am convinced that there is no greater work in the Kingdom of
God than the ministry of loving and nurturing Middle and High School students into a personal and growing relationship with
Jesus Christ. Hang in there! You may not see the fruit today or tomorrow, but God is faithful and He will bear fruit through you
that will last for eternity.
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Appendix B
LETTER TO EXPERTS
October 28, 1998
Dear Youth Ministry Expert,
I am writing to follow up on our conversation regarding your participation in a study to
determine principles for nurturing volunteers for long term youth ministry. I have an
intense desire to see students reached for Christ and discipled in their walk with him. I
have become convinced, as I am sure you have, that the long term effectiveness of a
youth ministry program is largely dependent on the quality and depth of its volunteer
adult ministry team.
With this passion in mind, I have chosen to write my Doctoral dissertation on the subject
of discovering the principles for nurturing volunteers for long-term youth ministry. My
intent is to employ a multiple case study approach in which I will conduct on-site
observation, interviews, and questionnaires in three churches which are doing effective
youth ministry and are located somewhere in the Eastern region of the United States.
With this case study, I hope to answer such questions as: What processes do churches
that are noted for effective youth ministry use to nurture volunteers for long term youth
ministry? What can be done to keep the volunteers emotionally fulfilled? What makes a
volunteer feel appreciated? What characteristics, traits, and gifts are needed to be
effective as a volunteer in youth ministry?
Where do you fit in? I am asking you to serve, along with two other persons, as a youth
ministry expert in order to help me complete two simple but important tasks. First, I
need you to refine my definition of effective youth ministry. Second, I need to find three
churches doing effective youth ministry in the Eastern region of the United States who
will participate in the study. If you agree to help me, you will be asked to do the
following:
1 .) Please read over my definition of effective youth ministry found in this
letter on the form entitled "Characteristics of an Effective Youth Ministry".
After reading over this definition, please identify five characteristics you
consider essential for effective youth ministry and rank them in order of
importance. After completing the form, please place it in the stamped
envelope provided and return it to me.
I will compile the three different lists of effective youth ministry sent to me by
the three experts into one list. Using this compiled list, I will refine my
definition of effective youth ministry and send each of you a copy of the new
definition of youth ministry. The refined definition will represent our definition
of effective youth ministry.
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2.) You will then choose three churches in the Eastern region of the United
States which best exemplify effective youth ministry according to the refined
definition. You will then return your list of three churches to me in the
stamped envelope provided.
I will again compile these three lists of churches into one list, and I will choose the three
churches I intend to study from that list.
I want to thank you for your long-term commitment to youth ministry. God has already
used you in powerful and fruitful ways, and I pray that He will continue to "expand your
borders" to reach more and more students in deeper ways for Him. If you are interested,
I will send you a copy of the findings which I hope will be helpful to you and other
ministries as you seek to do an increasingly more effective job at nurturing volunteers
workings with Middle and High School students.
Thanks again for your consideration of this request. I will be calling you in the next day
or two to answer any concerns you might have and to see if you would be willing to
participate.
In Christ's Service,
Rev. Jim Moye
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Characteristics of an Effective Youth Ministry
Effective Youth Ministn/. An approach to ministry that is incarnational in nature. This
approach assumes that spiritual formation takes place in relationships. The first and
most important relationship is with God. The adult leaders are in relationship with each
other and with the students. The students are in relationship with each other and with
the adult leaders. In this approach, the leaders invest their lives in the students with the
goal of helping the students develop into disciples of Jesus Christ. They visit the
students on their campuses, in their homes, and at their extracurricular activities.
Relationships take time and energy. The ultimate goal is to guide the students, through
an in-depth long-term relationship, to become men and women who are actively involved
in the disciple- making process themselves. An effective ministry with youth will
establish adult volunteers and youth in their relationships with Christ so that the adults
and youth will develop vibrant ministry with their families and friends.
After reading over the above definition, please list five characteristics you consider
essential for effective youth ministry. Please list them in ranked order of importance with
one being the highest ranked item and five being the lowest.
1.
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Appendix C
Experts' List of Characteristics
for an Effective Youth Ministry
After receiving each expert's list, I assigned a score of five for the number one
characteristic, four for number two, three for number three, two for number four,
and one for number five. Once all three lists were scored, I added the scores up
to create the single list below. Please use this list when choosing a qualified
youth ministry for the study.
Characteristic Score
1 . Focused on the Lordship of Christ 9
2. Adult volunteers are deployed 8
3. Evangelism-Students reaching friends for Christ 7
4. Disciples students in personal faith 6
5. Prayer focused 5
6. Love Motivated 5
7. Nurtures strong families 2
8. Small group oriented 2
9. Servant HeartA'outh Empowered 1
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Appendix D
Follow-up Letter to Experts
November 10, 1998
Dear Youth Ministry Expert,
Thank you for returning your list of characteristics for effective youth ministry. Based on
the responses received from the three experts, I have refined my definition of effective
youth ministry as follows:
Characteristics of an Effective Youth Ministry
Effective Youth Ministry. An approach to ministry that is incarnational in nature. This
approach assumes that spiritual formation takes place in relationships. The first and
most important relationship is with Christ. Christ is exalted as Lord and every
relationship is focused around him. The adult leaders are in relationship with each other
and with the students. The students are in relationship with each other and with the
adult leaders. In this approach, the leaders invest their lives in the students with the
goal of helping the students develop into disciples of Jesus Christ. The adults visit the
students on their campuses, in their homes, and at their extracurricular activities.
Relationships take time and energy. The ultimate goal is to guide the students, through
an in-depth long-term relationship, to become men and women who are actively involved
in the disciple- making process themselves. An effective ministry with youth will
establish adult volunteers and youth in their relationships with Christ so that the adults
and youth will develop vibrant ministry with their families and friends. Men and women
of Christ are dedicated to developing strong and active prayer ministries with God and
each other.
This definition will now serve as our definition of effective youth ministry. After reviewing
the definition, please send me the names of three youth ministries in the Eastern region
of the United States (to include all states located in the eastern time zone) which best
exemplify effective youth ministry.
Thank you again for your help.
In Christ's Service,
Jim Moye
Effective Youth Ministries in the Eastern Region of the United States
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(To Include All States in the Eastern Time Zone)
Name of Church
Name of Youth Ministry Leader
Address
Phone Number
Name of Church
Name of Youth Ministry Leader
Address
Phone Number
Name of Church
Name of Youth Ministry Leader
Address
Phone Number
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Appendix E
Letter to the Youth Ministry Leader
January 21, 1999
Dear Youth Ministry Leader,
I am writing to follow up on our conversation regarding your participation in the study to
determine principles for nurturing volunteers for long-term youth ministry. I have an
intense desire to see students reached for Christ and discipled in their walk with him. I
have become convinced, as I am sure you have, that the long-term effectiveness of a
youth ministry program is largely dependent on the quality and depth of its volunteer
adult ministry team.
In this research I am employing a multiple case study approach in which I will conduct
on-site observation, interviews, and questionnaires in three churches noted for their
effective youth ministries. A panel of youth ministry experts selected your Church as a
qualifying youth ministry. I appreciate your willingness to allow me to study your youth
ministry with the specific purpose of discovering what you are doing to nurture adult
volunteers for youth ministry?
If you agree to the study at you church, I would need two things from you.
1 .) To communicate to your volunteers the purpose of my visit and to ask for their
cooperation in filling out a questionnaire regarding the volunteers' opinions on the
presence of certain principles in the youth ministry at your church.
2.) To allow me the freedom to visit and observe your ministry, conduct thirty-
minute interviews with three volunteers, and hand out a questionnaire (15
minutes) to the youth ministry volunteers. I an asking for a one hour interview
with you as well.
Thank you for your willingness to participate in the study. I would not be doing this study
if I did not think it would answer some important questions such as: What processes do
churches which are noted for their effective youth ministries use to nurture volunteers for
long term youth ministry? What can be done to keep the volunteers emotionally fulfilled?
What makes a volunteer feel appreciated? What characteristics, traits, and gifts are
needed to be effective as a volunteer in youth ministry?
I will give you a copy of my findings which I hope will help you and other churches do a
better job at nurturing volunteers working with middle and high school students.
In the Service of Jesus,
Rev. Jim Moye
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Appendix F
Long-term Volunteer Interview
Name
Introduction and biographical information
Male / Female?
What is your age?
How long have you been attending the church?
How long have you been a volunteer in the youth ministry?
What are some of your roles as a youth ministry volunteer?
What is your current role?
Why did you decide to become a volunteer in the youth ministry?
Why have you stayed a volunteer for as long as you have?
Principles: General
What is your general feeling about the presence of each of the principles in the youth
ministry?
What is your feeling about the importance of each of the principles in your ministry work?
Vision
Do you know the vision of the church? If so, what is it?
Do you know the vision of the youth ministry?
What is the church's vision regarding lay involvement?
How has the vision of the church regarding lay volunteers influenced your decision to
remain long term in this position?
Youth Ministry Leader
How important is the YML to the youth ministry?
Why? Please explain.
What role has he/she played in your becoming and staying a volunteer in youth ministry?
What, if anything, does the YML do or believe that motivates you in your youth ministry
work?
Team/Family Feel
Are the volunteers a team?
Explain
Are you a key member of the team?
Is building a youth ministry volunteer team a priority in the youth ministry?
If so, explain
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Explain your relationship with the other volunteers in youth ministry?
Personal Growth
Have you experienced any personal intangible rewards in your volunteer youth work at
the church? If so, what are they?
Does working as a volunteer in the youth ministry meet any personal needs?
Please Explain.
Trainina
What training did/do you receive that was/is most helpful for this position?
In what ways has it been helpful or not helpful?
Has certain training been better than others?
What would you add to the training to make it more helpful?
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Appendix G
Youth Ministry Leader Interview
Name__
Introduction and biographical information
Male / Female?
What is your age?
How long have you been doing youth ministry?
How long have you been doing youth ministry at this church?
The Storv
What is the story of youth ministry at this church?
Story under your leadership?
What are some of the changes that have occurred over the last few years since you
have been here?
What is your role now in the youth ministry?
How do you see the role of the volunteers in the ministry?
The Youth Ministry Leader
Why are you a youth ministry leader at a local church?
How is your relationship with God?
How is your relationship with students?
What do you believe about your role as a youth ministry leader? What is your main
function?
What do you do as a youth ministry leader?
What is the role of a volunteer in the youth ministry?
What are jobs that should only be done by the YML and not by the volunteer?
Vision
Why did you choose this church?
What is the vision statement of the church?
What does the church believe about the ministry of lay volunteers?
How is the lay volunteer's ministry different from the clergy's ministry?
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Is the church's vision consistent with your vision for the church? How would you change
it if you could?
What does this church do to support youth ministry?
What does this church do to frustrated youth work?
Team/Family Feel
What do you do, if anything to help the volunteers to know each other?
Are the volunteers involved in any kind of team building times among themselves? If so,
what do you do with them?
Do you make an attempt to help the volunteers use their personal gifts in the ministry? If
so, what?
Personal Growth
What do you do, if anything, to let the volunteer know he/she is doing a good job?
What do you do, if anything, to help the volunteer grow personally?
What do you do, if anything to help the volunteer grow spiritually?
Training
What training do you give the volunteers before they work with youth?
What training do you give the volunteers while they work with youth?
What training do you do within the church?
What training do you provide outside the church?
Appendix H
Table 5
Questions by Mean and Standard Deviation
Q Q Q Q Q Q Q
P1 P2 P3 P4 P5 P6 P7
QQQQQQQQQQQQQ
P8 P9 P10 P11 P12 P13 P14 P15 P16 P17 P18 P19 P20
MEAN
STDEV
4.83 4.51 4.51 4.13 2.44 4.09 4.69 3.88 3.83 3.96 2.81 4.41 3.98 3.79 3.82 3.31 4.44 3.33 4.34 4.15
0.45 0.60 0.62 0.85 1.27 1.05 0.54 1.01 0.90 0.99 1.11 0.71 0.96 1.08 0.89 0.95 0.69 1.29 0.83 0.87
QQQQQQQQQQQQQQQQQQQQ
II 12 13 14 15 16 17 18 19 110 111 112 113 114 115 116 117 118 119 120
MEAN
STDEV
4.83 4.59 4.64 4.24 3.70 4.26 4.71 4.09 4.29 4.31 3.84 4.57 4.39 4.27 4.21 4.07 4.58 3.48 4.38 4.47
0.51 0.63 0.48 0.81 1.11 0.96 0.53 0.85 0.66 0.70 1.05 0.65 0.79 0.73 0.66 0.81 0.55 1.13 0.66 0.71
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Appendix I
Table 6
Principles by Gender
Mean, Standard Deviation, p Score
Principle Male Female
M SD M SD p two-tail
Vision - Presence 3.77 1.20 3.76 1.20 .97
Leader - Presence 4.44 .69 4.57 .61 .30
Team - Presence 3.95 1.02 3.90 1.13 .81
Reward - Presence 4.03 .93 4.00 .96 .87
Training - Presence 3.61 1.18 3.58 1.25 .90
Vision - Importance 4.32 .95 4.14 .91 .32
Leader - Importance 4.56 .60 4.59 .58 .79
Team - Importance 4.20 .91 4.06 .97 .45
Reward - Importance 4.30 .72 4.23 .71 .62
Training - Importance 4.15 .88 4.13 .84 .90
Table 7
Principles by Length of Service
Mean, Standard Deviation, p Score
Principle Short Term Long Term
M SD M SD p two-tail
Vision - Presence 3.79 1.14 3.72 1.29 .77
Leader - Presence 4.51 .64 4.52 .66 .94
Team - Presence 3.88 1.11 4.00 1.03 .57
Reward - Presence 4.01 .90 4.02 1.01 .96
Training - Presence 3.52 1.24 3.69 1.19 .48
Vision - Importance 4.19 .94 4.25 .91 .74
Leader - Importance 4.52 .60 4.66 .58 .23
Team - Importance 4.03 .96 4.26 .91 .22
Reward - Importance 4.19 .73 4.35 .69 .26
Training - Importance 4.13 .85 4.15 .87 .91
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